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ABSTRAKT
Diplomová práce se zabývá navrhnutím Assessment  centra pro pozici  HR manažera 
ve vybraném  výrobním  podniku.  V  teoretických  východiscích  práce  jsou  uvedena 
témata,  která  souvisí  s  cílem  diplomové  práce.  Dále  je  v  práci  provedena  analýza 
pracovního místa, aby mohly být vytvořeny vhodné podmínky pro nastavení klíčových 
kompetencí HR manažera. Tyto klíčové kompetence slouží jako základ pro navrhnutí 
Assessment centra, které poté může být využito jako efektivní výběrová technika. 
ABSTRACT
The diploma thesis is concerned with a designing of an Assessment centre for the HR 
manager  position  in  one  particular  Czech  company.  In  the  thesis  is  presented 
a theoretical background of topics related to the main goal of the thesis. Further, a job 
analysis  is  executed to create appropriate conditions  for setting key competences of 
the HR  manager.  The  competences  serve  as  the  basis  for  the  designing  of 
the Assessment centre which can be, consequently,  applied as the effective selection 
technique.
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INTRODUCTION
The diploma thesis is concerning with a designing of the Assessment centre for the HR 
manager position.  I have chosen this  topic because I  have my own experience with 
Assessment centres since I have worked in the personal consultancy company for two 
years.  I  have  participated  as  an  assessor  in  the  Assessment  centres  designed  for 
employees of a call-centre.  I  have as well  conducted the call  interviews which was 
the first phase of a candidates pre-selection. However, the original reason for choosing 
this topic was my participation as a candidate in the Assessment centre performed by 
Fosfa. I have understood that this, one of the biggest factories in Břeclav, uses the one 
universal Assessment centre for all advertised positions. This finding inspired me to try 
to create the Assessment centre for the one certain position. I have, as well, realized that 
Fosfa has, for a while, advertised on the Internet the HR manager position, so I decided 
to design the Assessment centre for the HR manager.
I have contacted a Fosfa's employee specialized in a recruitment and we have agreed on 
the cooperation.  The  communication  proceeded  by  half-structured  emails  and 
interviews.  The  content  of  the  obtained  data  was  linked  to  the  running  of 
the Assessment centre in Fosfa as well as to the position of HR manager. We have as 
well agreed on a research related to the scope of employment of HR managers to have 
a possibility to design the Assessment centre the best.
The final  version  of  the  Assessment  centre,  thus,  can  help  to  find  the  suitable  HR 
manager with a good perspective to stay in the position. Moreover, the format can be 
applied to other managerial positions by modifications of certain model situations.
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EXECUTIVE SUMMARY
The diploma thesis has two goals. The first is to design an Assessment centre for the HR 
manager position. The second goal is partial because flows from the first goal and it is 
a conduction of a job analysis.
To  comprehend  the  problem  of  searching  for  a  HR  manager  by  executing 
the Assessment centre, a theoretical background dedicated to the related topics will be 
provided. The practical information linked with the goals of the thesis will be obtained 
from a half-structured interviewing and emailing with concerned Fosfa's employee.  To 
have an opportunity to compare the scope of employment of Fosfa HR manager with 
other similar positions, thus, an advertisement analysis will be executed. In the analysis 
will be used the advertisements available on the Internet. The accumulated information 
will  be  proceeded  and  the  most  demanded  requirements  will  be,  consequently, 
concluded.
On the basis of executed analysis will be deriving, by application of presented theory, 
key competences of HR manager. The key competences will be crucial for designing 
the suitable Assessment centre. The design of the Assessment centre will results from 
the theoretical background as well.
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1 THEORETICAL BACKGROUND
This  diploma  thesis  is  focused  on  an Assessment  centre  (AC)  design  for  a  human 
resources  (HR)  manager  position.  To  understand  right  the process  linked  with 
a composition of any Assessment centre, the core is to know the position for which is 
AC prepared. In this case it is a human resource manager in the production company 
named Fosfa, a.s. The job specification  determines the competencies needed to perform 
the job successfully. 
It seems appropriate as well to introduce the role of human resources in companies, 
mainly due to the fact that recently, its importance rises as the competitive advantage of 
companies are increasingly connect with people who create the organisation. 
The  theoretical  part  is  divided  into  three  main  areas.  The  first  part  is  focused  on 
an approximation of a role of human resources in organisations as well as on approaches 
to  human  resource  management  (HRM).  Further  it  is  concerned  with  strategic 
conception of human resources management and a role of human resources managers in 
organisations. A definition of Kaizen is introduced as well it is the philosophy applied in 
Fosfa.
The second sub-section is  concerned with a job analysis  theory which is  a basis  for 
a successful identification of key competencies which are as well defined as they are 
necessary for deriving the design and, subsequently, the efficiency of the Assessment 
centre.
And the last third part starts with a theory connected with selection and recruitment 
processes which introduce the Assessment centres as one of the possible way to find 
proper candidates. is focused on a detailed explanation related to Assessment centres. 
Definition, history and especially methods used in the Assessment centres are presented 
to show the extent of the utilization.  
1.1 Human resources
The most basic term related to topics such as finding a proper employee, a job analysis 
as well as Assessment centres, are human resources. Recently, they are being considered 
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as the most crucial  pillar  in nowadays business1.  This chapter shows the position of 
human resources among other sources employed in companies. 
Human resources belong among four other basic sources of each firm (Schuler, Jackson, 
2008, p.10):
• Financial resources –  debt, equity, retained earnings
• Physical resources –  include machines, manufacturing facilities, buildings
• Human  resources  –  all  the  experience,  knowledge,  judgement,  risk  taking 
propensity, wisdom of individuals associated with a firm
• Organisational resources – include the history, relationships, trust, organizational 
culture, formal reporting structure, management control systems, compensation 
policies
This list  shows the relations among organisation's sources which, as a whole,  create 
an identity of each company.
1.1.1 Human resource management
A following section will pay attention to a management of human resources. Various 
definitions  are  introduced  to  show  the human  resource  management  from  different 
points of view.
Perhaps, the first definition is not the newest, however, illustrates the increasing interest 
in  organisation's  human resources: French (1986, p.6) describes the human resources 
management  as  the  increasingly  used  term  related  to  the  philosophy,  policies, 
procedures  and  practises  connected  with  the management  of  people  within 
an organisation. 
Schuler  and  Jackson  (2007,  p.24)  define  the  term  as  it  includes  “specific  human 
resources  practices  such as  recruitment,  selection  and appraisal”  as  well  as  “formal 
human  resources  policies,  which  direct  and  partially  constrain  the  development  of 
specific  practises” and  either “overarching  human  resources  philosophies,  which 
specifies the values that inform an organisation's policies and practices.”  
1 See Armstrong 2009, Millmore et al. 2007, or Schuler and Jackson 2007.
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Armstrong (2009,  p.4)  defines  the  practice  of  human resources  management  as  “all 
aspects of how people are employed and managed in organisations. It covers activities 
such as strategic human resource management, human capital management, corporate 
social  responsibility,  knowledge  management,  organization  development,  resourcing 
(human  resource  planning,  recruitment  and  selection,  and  talent  management), 
performance management, learning and development, reward management, employee 
relations, employee well-being and health and safety and the provision of employee 
services.  Human resource management practice has a strong conceptual basis  drawn 
from  the  behavioural  sciences  and  from  strategic  management,  human  capital  and 
industrial relations theories”. Briefly, it is “a strategic, integrated and coherent approach 
to  the  employment,  development  and  well-being  of  the  people  working  in 
organisations.”
According to Legge (1989) should be human resource policies “integrated with strategic 
business planning and used to reinforce an appropriate (or change on inappropriate) 
organizational  culture,  that  human resources  are  valuable  and source of  competitive 
advantage, that they may be tapped most effectively by mutually consistent policies that 
promote commitment and which, as a consequence, foster a willingness in employees to 
act flexibility in the interests of the 'adaptive organisation's' pursuit of excellence” (in 
Armstrong, 2009, pp. 4-5).
French  (1986,  p.80)  sees  the  importance  of  human  resources  management  in 
the knowledge and skills of managers and all employees in the organisation as these 
factors  influence the effectiveness  of  the organisation the most.  Furthermore,  if  this 
knowledge  and  these  skills  are  melded  into  high  motivation  and  teamwork, 
the importance rises.
Given definitions support the opinion of Bedrnová, Nový (1998, p.295), that the content 
structure of personnel management can be formulated as:
• A personnel politics and its realization – the aim is to influence a recruitment 
and selection of new people positively and consequently rationally employ their 
potential, self-actualization and their development
• A social  politics  and  its  realization  –  the  essence  is  creating  of  conditions 
allowing the successful realization of personnel politics and work satisfaction of 
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employees; however, the social politics has broader social meaning  
• Leadership – the goal is to influence a work willingness of employees
From the above definitions can be concluded that management of human resources is 
widely  defined  term  as  it  include  almost,  or  even  every,  areas  needed  to  running 
successfully  the  business.  The  core  of  HR  management  is,  though,  mostly  in 
the practices such as selection, appraisal, learning or philosophy. Depends on the point 
of  view which  particular  area  examined,  although  recently,  holistic  approaches  rise 
the significance. It is possible as well to conclude that it  is a human factor which is 
an opportunity to gain the competitive advantage on the market.
1.1.2 Process-systems human resource management
Management of human resources may be regarded with the process-systems point of 
view to understand each process as well as the system of HR management.
French  (1986,  p.8),  for  example,  presents  his  description  of  human  resource 
management  in  process-systems  terminology.  He  starts  with  the  approximation  of 
the term process which is, generally, an identifiable flow of interrelated events moving 
towards some goal. In human resources management terms is the process, for example, 
staffing  which  is  according  to  French  words  “a  flow  of  events  that  results  in 
the continuous filling of positions within the organisation. These events will normally 
include such activities as recruiting applicants, making hiring decisions, and managing 
career transitions such as transfers and promotions”. The system term is a particular set 
of procedures or devices designed to control a process in a predictable way. To continue 
in  the example  given  above,  the  staffing  system  might  include  application  blanks, 
interviews, reference checks or procedures for applying for transfers.
There are 8 fundamental process in human resources management (French, 1986, p.11):
• Job design and analysis
• Human resources planning
• Staffing
• Training and development
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• Performance appraisal and review
• Compensation and reward
• Protection and representation
• Organisation improvement
1.1.3 Strategic management
A brief  definition  of  strategic  management  should  be  given  to  better  understand 
strategic human resources management as well as the strategic role of HR manager and 
to enable put the human resources in the strategic context.
Strategic management, as Johnson and Scholes (2002; in Millmore et  al,  2007, p.4) 
stated, can be briefly defined by three elements:
• To  understand  the  strategic  position  of  an  organisation;  management  must 
understand next three conditions:
◦ consider the external environment impact on organisational strategy
◦ define the organisation's strategic capability
◦ cover the influence and anticipation of key stakeholders
• Management must seek competitive advantage by exercising 'strategic choice' 
about possible future strategies
• The organisation must translate strategy into action by developing of appropriate 
structures, process and resources and managing change
To quote a definition from Armstrong (2009, p.26) “strategy is the approach selected to 
achieve defined goals in the future. Chandler (1962, at the same place) sees the basis in 
“the determination  of  the long-term  goals  and  objectives  of  an  enterprise,  and 
the adoption of courses of action and the allocation of resources necessary for carrying 
out those goals”.
Strategic  dimension  places  the  organisations  into  global  concept  that  force  them to 
realize their environment and to react dynamically and, simultaneously, according to 
their long-term plans and aims. This approach requires the utmost perfect cooperation 
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among organisation's sources, therefore, human resource management ought to be part 
of strategic conception of each organisation as well.
1.1.4 Strategic human resource management
To  show  how  may  be  a  concept  of  strategic  human  resources  employed  in 
an organisation practice, some definitions and opinions are given to this strategic topic.
David (2005; in Becton, Schraeder, 2009, p.11) points out the influence of an inconstant 
conditions when he describes the changing environment in nowadays strategic human 
resources  management:  long-term strategies  are  desired,  short-term actions  and  so-
called 'fix solutions' are considered to be not working. The need of new and innovative 
reactions do not cover only business activities, marketing or research & development 
but the organizing and staffing process as well, mainly because of general awareness of 
human factor importance on the success of the organisation.  Other definition agrees 
with  the  above  statement: Boxall  (1996;  in  Millmore  et  al,  2007,  p.4).  defines  the 
strategic  human  resources  management  by  the relationship  between  an organisation 
strategic management and its human resources management. Strategic management is 
a term including the field of activity and direction of an organization, often forced to 
deal with uncertainty and complexity. 
Pearce and Robinson (1988; in Armstrong, 2009, p.26) see the principle of strategic 
formulation of human resources in  'the set of decisions and actions resulting in the 
formulation  and  implementation  of  strategies  designed  to  achieve  the  objectives  of 
an organisation'. Kanter (1984; at the same place) identifies the strategic management 
by elicitation of 'the present actions for the future' and turn into 'an action vehicle – 
integrating and institutionalizing mechanisms for change'. 
David  (2005;  in  Becton,  Schraeder,  2009,  p.12)  claims  that  researches  focused  on 
relation between human resources practices and the turbulent nature of the business 
environment, show the necessity of deeper and tighter cooperation of human resources 
specialist and other professionals in a strategy formulation and implementation although 
this  is  not  anything  new.  However,  Becton  and  Schraeder  (2009,  p.  12)  continue, 
the problem is not in difficulty of required change but in insufficient capacity of human 
resources  (for  example  needed  skill),  moreover,  there  is  a  natural  resistance  to 
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such a change. 
To implement and successfully practice strategic approach into management as well as 
into  whole  running  of  the  organisation  should  be  a  goal  of  every  modern-thinking 
company.  However,  Leonard  (2002;  in  Becton,  Schraeder,  2009,  p.12)  argue  that 
although there are significant steps to transform traditional bureaucratic role of human 
resources  into  strategic  and  consequently  establish  human  resources  into  a  role  of 
strategic business partner. Fisher et al. (2003; in Becton, Schraeder, 2009,p.12) add that, 
in fact, only few organisations were successful in transitioning their human resources 
into strategic.
To observe the strategic human resources realistically, Tyson (1997; in Armstrong, 2009, 
p. 28) points out that strategy:
• “Has always been emergent and flexible – it is always 'about to be',  it  never 
exists at the present time
• Is not only realized by formal statements but also comes about by actions and 
reactions
• Is  a  description  of  a  future-oriented  action  that  is  always  directed  towards 
change
• Is conditioned by the management process itself“ 
The strategic approach to management is going to be more and more, as in nowadays 
business it can be one of the possibilities to keep pace with other parts of the business 
world.
Now will be the attention paid to one special management technique which is important 
to present to be able to comprehend all needed theoretical grounds.
1.1.5 Kaizen
The structure of theoretical background stem from the objectives of the thesis. That is 
why  I consider important to introduce Kaizen philosophy into the chapter concerned 
with management. Kaizen is using in Fosfa since the company adopt the approach of 
permanent improvement into its daily running.
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To bring in a brief description of Kaizen, a few definitions are listed bellow.
Oliver  and Wilkinson (1992;  in  Styhre,  2001) defines  Kaizen as  “a set  of  practices 
dealing  with  logistics,  quality,  work  organization  and  team  work,  developed  and 
successfully applied in Japan”.
Leverich  (2010,  p.8)  acknowledges  that  techniques  such  as  Kaizen,  Six  Sigma, 
the Deming  Cycle  or  Total  Quality  Management  accentuate  business  success  by 
continuous improvement. This continuous improvement is important to compete with 
dynamic  business  environment,  the  fuelling  growth  and  operational  excellence. 
Leverich continues that to become world-class leaders it is needed to encompass long 
term  commitment  leading  to  necessary  changes,  however,  he  points  out,  many 
organisations are focusing on key deliverables and are oriented on monthly or quarterly 
initiatives.
Kaizen definition may be also described, according to Carter and Carmichael (2009, 
p.16),  as  an  approach  based on  two mains  aspects:  the  first  is  to  maintain  current 
managerial, operating, and technological standards and the second is to simultaneously 
seek to improve those standards. To be useful, Kaizen must become part of a sustainable 
culture, in other words, to empower and include all individuals.
Styhre  (2001,  p.796)  describes  the  role  of  Kaizen  in  companies  that “serves  as 
a management technique that employees are supposed to make use of in their day-to-
day routines”. In his study, Styhre further cites other authors (Czarniawska and Joerges, 
1996; Lillrank, 1995) who paid attention to the domestication of Kaizen in the Western 
countries and  consequently,  he  mentions  studies  of  Morris  and  Wilkinson,  1995; 
Rinehart et al., 1994; Wilkinson et al., 1995 who identified “characteristics of the local 
and contextual application of this management technique”. They use a special name for 
successful  implemented  Kaizen  philosophy  among  employees:  'the  kaizening  body' 
which is characterised by a creativity, the will to change, and the ability to co-operate. 
“Through making use of these qualities, in terms of 'taking care of operations', kaizen 
provides  opportunities  for  developing ethical  behaviour,  for  example  'taking care  of 
the self”.
Chapter 1.1 is concerned with defining of human resources in organisations. The aim 
was to logically and consecutively present the human resource system which starts as 
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one  of  the  organisational  sources  and  gradually  spreads  the  importance  at  all 
organisational levels: the impact of human resource management can be observed at 
the line management as well as at the middle and the top management because it is 
people  who  creates  every  organisation.  The  last  part  was  focused  on  the  Kaizen  – 
a specific way of management which is adopted in Fosfa and fundamentally influence 
its daily running.
The section was focused on the conception of human resources in the organisation, 
further expanded by strategic approaches. In the next chapter will be placed emphasis 
on people who specifically influence the way of managing the organisations.
1.2 Role of the HR manager
Now an attention will be paid to a role of HR manager in the organisation. Whereas 
the theme of the thesis is to design Assessment centre for HR manager position, it seems 
proper to specify requirements and general qualities of person on this position.
In the beginning it would be appropriate as well to state the argument of Boxall and 
Purcel (2003; in Armstrong, 2009, p.105) who points out not the importance of human 
resources specialists but the importance of line managers who influence their employees 
and have crucial impact on the final results of the organisation.
Information below are mainly focused on strategic human resources specialist because 
the seeking manager will probably need to implement new strategies though a target 
company passes through many organizational changes as well as will need to establish 
new and innovative rules.
Armstrong (2009, p.108) describes the role of strategic human resources specialist in 
line with the level they operate:
• Strategy level  – human resources  directors,   heads  of the function,  heads of 
centres  of expertise  or  key  human  resources  functions,  strategic  business 
partners
• Transactional level – human resources officers,  advisers, assistants delivering 
basic human resources services (recruitment, training)
The  author  connects  that  the  role  of  strategic  human  resources  specialist  lies  in 
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formulating  and  implementing  forward-looking  human  resources  strategies  in 
cooperation with their management colleagues. This strategies should correspond with 
business objectives and should be integrated with one to another. Wright et al. (2004; in 
Armstrong,  2009,  p.108-109)  note  that  human  resources  strategies  should  either 
contribute  to  the  development  of business  strategies,  for  example,  by  adopting 
an 'outside-in'  approach.  It  means  that  in  the  first  place  is  the  business  (customer, 
competitor,  environment)  and  the  human  resources  strategy  is  stated  afterwards  to 
challenge  real  solutions  and  to  add a  real  value.  Among  the  other  roles  of  human 
resources specialist is a supporting role which includes assisting the line management to 
implement business or operational strategy. 
Leonard (1998; in Becton, Schraeder, 2009,p.14) drawn attention to the fact that some 
human resources specialists may “suffer from a 'lack of vision' when it comes to the big 
picture  of  the  organization”. Caudron  (2002,  at  the  same  place)  sees  the possible 
problem in separate acting of human resources department and focusing on their own 
issues as well as in tending of mangers to hold a micro view of the organisation and 
either  in  some  kind  of  human  resources  department  isolation  in  finding  business 
solutions.
1.2.1 Strategic activities
The implementation of strategic concept into running of the organisation starts with 
the every single step  made by employees, in this case by HR managers, who should try 
to think about all processes and systems from the new point of view. These steps then 
create strategic activities which are handle bellow. 
Strategic activities include, according to Armstrong (2009, p.110) formulation of human 
resources  strategies  and,  as  was  noted  in  the previous  chapter,  support  the  line 
management to implement business and operational strategies. The aim is  to identify 
issues such as poor performance or productivity, low quality, inadequate level of service 
to  customers,  recruitment  and  selection  failures,  skill  shortages,  etcetera  and  being 
proactive in addressing them through major or minor human resources initiatives. To 
cover this problem strategically means (Armstrong, at the same place):
• Understanding the strategies and evaluating the performance drivers required to 
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implement it
• Analysis the impact of problems on those drivers
• Diagnosing the causes of any problems
• Stating  possible  actions  and  reviewing  them  in  cooperation  with  line 
management and employees to make consensus
• Preparing possible plans to solve the problems
• Refreshing policies and strategies  
Thus can be concluded that strategic behaviour may be, in the other words, described as 
the ability to think analytically in the context and to have a taste to change customized 
habits.
1.2.2  Models of human resources roles
Once the HR manager is employed, he/she has his/her specific working styles linked 
with personal characteristic and the with the scope of employment. 
Many authors have studied roles which can played human resources manager. These 
roles are not universal but are changing variously according to context or times to meet 
altering circumstances. 
Armstrong (2009, p.113-116) cites several authors who define and list basic types of 
roles played by human resources specialists:
Karen Legge (1978) defines 2 types of human resources managers. 
• The first type are  conformist/innovators who adjust their behaviour along with 
their organisation's goals. Their characteristic is professional power from which 
can source their departments to improve its position
• The second type are  deviant/innovators who try to distinguish their behaviour 
from  organisation's  ends  by  building  their  own  different  set  of  criteria  for 
the organisational success
The Tyson and Fell model (1986) describes three classic types of practitioners. 
• The clerk of works – line managers are the major authority. The human resource 
22
policies are created after the critical situations and are short-term, ad hoc and not 
in line with business. Human resources activities include routine employment 
and day-to-day administration
• The contract manager – is likely professional or very experienced and having 
some authority to implement policies but her/his acting is mainly interpretative, 
not  creative  or  innovative  as  well  as  the  manager  is  not  part  of  the top 
management.  In  contrast  with  the  type  mentioned  above,  this  type  has  well 
established and implicit policy, usually with emphasis on industrial relations 
• The architect – the most mature and systematic type from present point of view. 
Clear human resources policies are part of corporate strategy which are planned 
for  long-term  period.  The  manager  is  part  of  top  management  of 
the organisation, is a professional and feel the responsibility of her/his actions 
for business 
Kathleen Monks (1992) created four types of human resources practitioners based on 
the Tyson and Fell's model:
• Traditional/administrative – the role mainly cover administration and support, 
keeping records and loyalty to rules and regulations
• Traditional/industrial relations  – the most priority  lies  in  industrial  relations, 
other issues have lower priority
• Innovative/professional – the aim is to replaced existing traditional practices and 
substitute them with modern human resources concepts. Managers are specialists 
and professionals  
• Innovative/sophisticated – personnel managers belong among top management, 
human resources are part of corporate strategy and thus contribute to company 
success. Sophisticated services are provided in each human resources areas
John Storey (1992) brings new, two-dimensional view of managers' roles. He identifies 
four models:
• Change maker – close to human resources model
• Adviser –  act  as  internal  consultants,  personnel  practice  is  in  hand  of  line 
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managers
• Regulators – a role concentrated on formulating and monitoring employment 
rules
• Handmaidens – try to meet the demand of line managers
In the year 2000 Peter Reilly differentiated 3 types of roles according to the orientation 
of managers  to make the long-term strategic contribution or tending to create short-
term tactical contribution. The third type is between these two types.
• Strategist/integrator
• Adviser/consultant
• Administrator/controller 
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Picture 1: The model of personnel management by John Storey (Source: Armstrong 
2009, p.115)
Obviously, the first attempts to separate several types of HR manager roles are very 
detailed  and  each  type  contents  long  description  of  characteristic  patterns. 
The development of models led again to more flexibility and, let say, unboundedness 
which enables to behave according to unexpected situations which are consequence of 
current market environment.
1.2.3 Critical skills of strategic human resources management
To connect on previous ideas, not everyone can perform the role of human resources 
manager.  Some personal  characteristics  are  necessary  to  be  able  to  comprehend  all 
requirements.
Green (2002; in Becton, Schraeder, 2009,p.14) defines critical skills and competencies 
which are necessary for human resources professionals to posses:
• To be orderly
• To keep accurate employment records
• To complete documentation
• To protect organisations from litigation
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Picture 2: The model of roles by Peter Reilly (Source: Armstrong, 
2009, p.115)
The other characteristics may be defined as (in Becton, Schraeder, 2009,p.14):
• Problem solvers
• Conflict managers
• Coaches
• 'Liaisons with considerable organisational savvy'
Hayton  et  al.  (2005;  in  Becton,  Schraeder,  2009,p.14) recommend   developing  of 
additional skills such as :
• Critical thinking
• Strategic planning
• Project management
• Organisational analysis
• Consulting
• Change management 
Chapter 1.2 focuses on the role of human resource manager in the organisation. The HR 
manager  should be able  to  act  separately and have sufficient  skills,  knowledge and 
abilities  to act  properly since the role raises its  importance in  running the business. 
Particular behaviour is then usually categorized to simplify the prediction of managers 
activities.
1.3 Job analysis
Following  subsection  is  concerned  with  a  job  analysis  which  is  the  crucial  step  in 
deriving  competences  for  particular  position,  in  this  case  it  will  be HR manager  in 
Fosfa. Basic information relevant to the term 'job'  to be able to realize a proper job 
analysis needed to prepare a suitable assessment centre are provided.
1.3.1 Job description
The first notion in this chapter is a definition of a term job. Armstrong defines the term 
job as “an organizational unit which consists of a group of defined tasks or activities to 
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be carried out or duties to be performed” (2009, p.444).
A job description (Armstrong, 2009, p. 444) is then the definition of required activities, 
duties or tasks.  It  is  prescriptive and not flexible,  thus allow employees to raise an 
objection when is  asking to  do something additional.  The job description is  mainly 
focused on tasks  and duties  than  on outcomes  and competencies,  such as  technical 
(knowledge and skill) and behavioural competencies.
According to French (1986, p. 187) is a job description “written summaries, usually one 
or two pages long, of the basic tasks associated with particular job”.
He connects (p.191-192) that it is easier to select and recruit new employees thanks to 
responsible  job  description-making,  mainly  because  of  using  it  in  writing 
advertisements or in dealing with placement agencies. Its contribution is also in training 
of new employees since there is a clear orientation in either which activities need to be 
carried  out  or  which  might  be  explained  more.  An  accurate  job  description  may 
fundamentally  influenced  the effectiveness  of  recruiting  process.  An  inaccurate 
description may allure inadequate applicants or, on the contrary, suitable candidates may 
consider  themselves  as  inadequate.  Particularly  in  large  companies,  inaccurate  job 
description  may  lead  to  wrong  decisions  and  misunderstandings  considering  that 
recruiter  does  not  have  detailed  knowledge  of  the  actual  job,  only  the  information 
written in the job description. 
French (1986, p.198-199) further describes that, typically, the major role in setting up 
the  job  description  have  human  resources  department  and  they  should  ensure 
the appropriate job descriptions. To do that, either a specialized analyst may be employ 
to analyse jobs and write job descriptions, or industrial engineers can cooperate with 
the human resources staff.
Job description should be as brief as possible. Armstrong (2009, p.450) offers following 
proposal:
• Job title – should be clear and indicate the function and the level  of the job 
within. The terms such as manger, assistant manger or senior manager should be 
use reasonably with regard of grading of the jobs
• Reporting to – indicate the job title to whom is the jobholder directly responsible 
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• Reporting to job holder  – under this  heading should be the name of the job 
directly reporting to the job holder
• Overall purpose – an attempt of the most realistic description of the overall job 
purpose.  A role  of  the  job  holder  should  be  established  here  as  well  as 
contribution of the job holder to the achieving company objectives should be set 
here
• Main activities, task or duties
Presented information related to the job description once again shows the importance of 
deriving benefit from the available sources. Job description is sometimes the only one 
possibility to check the structure of current employees.  To maintain the descriptions 
actual, a job analysis serve to this purpose.
1.3.2 Job analysis
Armstrong  defines  a  job  analysis  (2009,  p.  444)  that  is  concentrated  on  what  are 
employees  expected  to  do;  it  is  the basis  for  a job  description  and  it  comprehends 
the process of collecting,  analysing and setting out  information about  the content of 
jobs.  The  accumulated  data  are  key  for  recruitment,  training,  job  evaluation  and 
performance management. 
French (1986, p.185) further describes the job analysis as “the systematic investigation 
of  job  content,  the  physical  circumstances  in  which  the  job  is  carried  out,  and 
the qualification needed to carry out job responsibilities.”
French  (1986,  p.185)  as  well  points  out  the  increasing  importance  of  job  analysis. 
Selection, promotion or compensation decisions can not be based on vague or subjective 
standards but only on job related criteria.
Cronshaw (1998, p.6) appreciates in his work Job Analysis: Changing Nature of Work  
benefits  of a job  analysis  and also  cites  other  authors  who studied  the  job  analysis: 
“The organization will want the job analysis to result in workplace improvements that 
result in greater efficiency, effectiveness and productivity. Many organizations will also 
want a job analysis that anticipates the rapid change in technology and social conditions 
of  the workplace,  including  de-jobbed organizations  (Rifkin,  1995),  reengineering 
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(Hammer & Champy, 1993), flatter organizational structures (Nolan & Crosson, 1995), 
greater worker and team involvement (Carson & Stewart,  1996; Kichuk & Wiesner, 
1998) and increased use of non-standard work (Armstrong-Stassen, 1998).”
Following information about a job can be gained from job analysis (Armstrong, 2009, p.  
446-447):
• Overall purpose –  “why the job exists and what the job holder is expected to 
contribute
• Organisation – to whom the job holder reports and who reports the job holder
• Content – the nature and scope of the job in terms of the tasks and operations to 
be performed and duties to be carried out”
Gained information should be similar to the information provided in job description, if 
not, a job description should be adjusted to the actual situation.
1.3.3 Job analysis methodology
Following test is concerned with the process of gaining information about particular 
position.
Armstrong  (2009,  p.44)  introduces  that  the  principle  of  a  job  analysis  is  to  collect  
information  about  a  job  content  by  application  of  systematic  methods.  Ordinary 
procedure  is  to  obtain  documents  (for  example  existing  organisation  or  training 
manuals), information from managers and information from job holders.
Interviews
The most common approach in job analysing, illustrates Armstrong (2009, p.447) since 
a significant  amount  of  information  can  come  from  interviews.  Job  holders  are 
interviewed to gain the real image of a job and this information is recommended to be 
checked  by  job  holders'  managers  or  team leaders  to  achieve  the  relevant  facts  of 
the job. The aim is to identify:
• The job title
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• Organizational details (reporting relationships)
• List of the tasks and duties
Table 1:  Conducting a job analysis interview (Source: Armstrong, 2009, p.447-448)
• A logical sequence of questions → interviewees 
can order their thoughts about the job
• To establish what  people really  do – answers 
are often vague and information may be given 
by means of abnormal instances 
• Irrelevant data must be sifted before preparing 
the job description
• A clear statements from job holders about their 
authority to make decisions and the amount of 
guidance they receive from their manager 
• Avoid asking leading questions
• Allow the atmosphere of trust
Armstrong  (2009,  p.447-449)  provides  the  pros  and  cons  of  interviewing. 
The advantages  of  interviewing  is  in  flexibility  and  in  possibility  to  gain  in-depth 
information,  it  is  easy  to  organize  and  prepare.  Among  the  disadvantages  belong 
a natural  time-intensity  of interviewing  which  is  often  compensated  by  structured 
questionnaires which are, on the other hand, impersonal and misrepresenting.
Questionnaires
Questionnaires are functional when is needed to cover a large number of roles. They can 
be  simply  completed  by  job  (role)  holders  and  subsequently  approved  by involved 
manager or team leader. Gained information are structured and factual and, therefore, 
spare time. Usually, the simple the better (Armstrong, 2009,p.449).
Observation
Observation is about studying and noting tasks and duties during performing the job 
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(what is needed to do, what time does it takes). This method is appropriate for routine or 
manual roles but is very time-consuming (Armstrong, 2009, p.449).
1.3.4 Role and role analysis
Now will be attention paid to the topic related to a role and a role analysis as well.
According  to  Armstrong  (2009,  p.  445)  is  a  role  the  part  employees  play  in  their 
workplace,  it  is an expected way of behaviour in order to achieve agreed outcomes. 
The terms 'job' and 'role' may be sometimes interchangeable but the job includes tasks 
and duties  whereas  the  role  is  about  people.  Agreed outcomes,  accountabilities  and 
competencies define a role profile. The role profile is considered to be more clear on 
expectations  than  a  job  description  because  provides  better  guidance,  thus,  not 
prescribed tasks and duties, but outcomes are the key result area. In contrast to a job 
description is the role profile more flexible because it does not prescribe exactly what 
has to be done to achieve the required outcomes and moreover it can be easy adjusted to 
the changing demands. The role profile is a better basis for recruitment and selection, 
performance  management  and  learning  and  development  purposes  because  contain 
information about knowledge, skill and competency requirements.
Armstrong (2009, p. 446) further describes how can be a role analysis accomplished by 
finding out the expectations of people when practising their work and the competencies 
and skills which are required to meet those expectations. 
Similar techniques to job analysis are used in role analysis (Armstrong, 2009, p. 446):
• Competency  analysis  –  finds  the  behavioural  dimensions  that  influence  job 
performance by determining work-based competencies and behavioural analysis
• Skill analysis – determined required skill 
• Person  specification  –  also  job  or  role  specification;  identifies  specific 
education,  qualification,  training,  experience,  personal  attributes  and 
competencies needed for right performance
• Learning  specification  -  lists  the  knowledge  and  skills  required  to  achieve 
an acceptable level of performance
Role  description  can  be  therefore  considered  as  a  effective  complement  of  a job 
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description and enables look on the performed position more complex.
A job analysis with all  its features is practical and effective tool of human resource 
department. There are several techniques how to gain the most similar description of 
considered  position,  the  organisations  ought  to,  therefore,  place  the  emphasis  on 
the recency of job-related documents.
1.4 Competences
Hroník in his book Development and education of employees (2007, p.61) introduces 
a term  competency  as  a  widely  spread  word  in  current  organisations.  He  presents 
the variability  of  different  competency-models  as  well  as  the  effort  to  create  one 
universal model. In his other book – Employees'  assessment (2006, p.29) he defines 
competences as a capability to practise a particular activity, in other words, they are 
derived from a job analysis. He stresses that the activities determine the competence, 
not  the  character  of  the  employee.  Hroník  as  well  differentiates  a  term a role  and 
a personality because each manager is in the work-place for him- or herself as well as in 
the role which is playing. Consequently, particular behaviour is expected from him/her, 
although  the manager sometimes is not completely identified with it. For this situation, 
Hroník (at the same place) uses the word 'bridging' – an employee acts this way due to 
'higher value'. It does not matter, if an employee is extrovert or introvert, important is if 
he/she plays his/her role well.  
Evers,  Rush,  &  Berdrow  (1998;  in  Kuk,  Banning,  2009)  further  amplifies 
the competency definition by its measurable and demonstrable character and Jones & 
Voorhees (2002; at the same place) add that “competences are the result of integrative 
learning experiences in which skills, abilities, and knowledge interacts to form bundles 
that  have  currency  in  relation  to  tasks  for  which  they  are  assembled"  and 
“demonstrations  are  the  result  of  applying  competences.  It  is  at  this  level  that 
performance can be assessed”.
1.4.1 Key competences
Competences are basic terms related to the current job descriptions. The higher level of 
competence approaches is a concept of key competences.
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Richter (1995; in Belz, Siegrist, 2001, p. 157) defines the key competences that may be 
considered as neutral when are not used in context. Their mediation is, though, always 
bundled with  particular  content.  Richter  sees  the merit  of  competency distension  in 
whole-life process maintained by new learning dynamics.
Key competences  can be derived from three main approaches  (Belz,  Siegrist,  2001, 
p.157-161):
1.4.1.1 Cognitive approach
An occupation is perceived as a world of acting where a man with thinking and problem 
solving ability is primarily needed. The merit is in what intellectual performance must 
someone embody to be effectively active. The work is, in fact, one framework of acting, 
however,  the  acting  extended  by  cognition  and  by  linking  to  method-  and  social- 
competences,  may be considered as legitimate professional ability.
1.4.1.2 Acting analysis based approach 
This approach was chosen in the thesis to derived key competences of human resource 
manager. 
It is based on a monitoring and observing mutual contiguity of professional acting and 
brighten the basic abilities needed to flexible manage all possible situations. To deal 
with  fast  changes  in  nowadays  professional  life,  the  specific  set  of  acting  must  be 
constantly modified, refreshed and enriched, or substituted by new elements. The key 
competences are in this case a lasting value in a changing process.
However, not only job contents have changed (or are subject to permanent changes), 
either  structure of profession and gaining of profession abilities  have changed.  This 
development may be described as: from a work by directing to a self-action.
A traditional 'gaining abilities schema' was based on instructions and was directed by 
characteristic  structure  model:  to  show –  to  imitate  and to  handle  –  to  practise.  In 
modern work processes are considered new teaching concepts which include aspect of 
self-action, team-working and work in complex systems.
If we stem from the fact that working processes are decreasingly directly managed, but 
are organised on the basis of a framework setting it desires wide degree of self-action 
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from  employees.  They  must  be  able  to  translate  set  targets  into  particular  steps 
according  to  their  own  deliberation,  be  able  to  execute  that  particular  steps,  when 
problems occur they must first try to realize error-analysis and find possibilities to solve 
the problems as well.
From the individuals are demanded abilities which can be commonly called as team 
competency. Among them belong all team qualities such as empathy, honesty, validity 
appreciation of better argument, ability to compromise, willingness to lead as well as to 
listen, ability to change a role particularly in case of getting social status worse.
1.4.1.3 Approach focused on society
Some  critics  of  acting  oriented  approaches  argue  that  are  often  misunderstand  in 
the companies'  educational concepts. They are considered as adaptation competences 
only  to  align  oneself  on  inter-company's  systems.  On  the  other  hand,  creative 
competences are missing which are not only oriented on meeting of setting targets but 
help to a development of society as well.
Mikelis (in Belz, Siegrist, 2001, p.161), defines seven main principles 
• Be affected as a inside reaction to outside reality
• Sensitivity activation and training of perceive ability
• Encourage discretion
• Learn to deal
• Holistic approaches to the world
• Understand a current situation in historical context
• Future creation with fantasy
Listed three approaches helps to define key competences which can be, consequently, 
evolved into competency model.
1.4.2 Competency model
Hroník  (2007,  p.68)  describes  a  competency  model  as  a  puzzle  of  particular 
competences  created  from  all  available  competences  and  organized  according  to 
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a particular  key.  The  organisation  ought  to  be  vertical  (inserted  into  organisation's 
strategy) as well as horizontal (linked to the particular personnel activities). In this ideal 
case, a competency model creates sort of a 'bridge' between business and organisational 
strategies.
However, Hroník points out, organisations often insert the model only into horizontal 
line.
El-Baz and El-Sayegh (2010, p.3) describe the adoption of competency based approach: 
“when organizations adopt  a  competency-based approach for employee performance 
management, first they need to develop a competency model. The competency model is 
a set of competences clustered in some way to identify and communicate organizational 
performance objectives to its employees through a common language. On the the hand, 
employees understand in advance what is  required from them and can work toward 
achieving it.  On the other hand, organizations can use the model to assess the gaps 
between what is required and what exists, and accordingly plan employee development 
programs”.
This  chapter  frames  imaginary  outline  between  section  concerned  with  human 
resources,  HR manager,  defining  his/her  role  and his/her  competences,  and the part 
concerned  with  the  one  big  topic  and it  is  an  Assessment  centre.  The  part  will  be  
introduced  by  inserting  the  Assessment  centre  into  a  context  of  recruitment  and 
selection  and then,  the  huge emphasis  will  be  placed on the  approximation  of  this 
specific selection technique.
1.5 Recruitment and selection
The  next  subsection  is  dedicated  to  recruitment  and  selection  because  the thesis  is 
concerned with one of the selection techniques – the Assessment centre. Furthermore, 
recruitment  and  selection  belong  among  core  human  resources  activities  as  well, 
therefore, this chapter will approximate the scope of employment of HR manager as 
well.
Recruitment and selection, in other words staffing, belongs according to French (1986, 
p. 238) among the most critical tasks any organisation faces: to find and put the right 
people  in  the right  jobs  at  the  right  time.  The  point  is  that  the  organisation  can 
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performed  only  as  high  as  are  the capabilities  of  the  employees.  The staffing  in 
the organisation  has  two  initial  stages:  recruitment  and  selection. “Recruitment  is 
the process of finding qualified people and encouraging them to apply for work with 
the firm. Selection is the process of choosing among those who do apply”. 
Recruiting can be either internal or external. 
1.5.1 Recruiting within the organisation
The  main  goal  of  each  personal  department  is  to  find  an  proper  candidate  within 
the organisation. Methods such as job posting, employee referrals or skill inventories 
may thus help an organisation to allure qualified applicants.
As the most common internal recruiting method can be considered job posting which 
involves  all  current  employees.  Mostly  monthly  or  more  often,  human  resources 
department should publish the list of the positions available with the information about 
the qualification needed and the nature of the position. 
The biggest advantage of inside applicants is predictable way of behaviour and more, 
general training or employee orientation will not be needed, consequently less time will 
be spent on an adapting to the work environment. Internal recruiting also raise employee 
morale and improve the climate in the workplace.   
Among the disadvantages belongs the impossibility to find right candidate from current 
staff and, especially in small companies, the applicant can cause the same problem after 
leaving his previous position. Sometimes the most qualified candidate is not the best 
candidate and 'fresh blood' can contribute to other development of the firm.
1.5.2 Recruiting outside the organisation
For this  type of  recruiting is  crucial  the effectiveness  of  used methods.  Same as  in 
the internal  recruiting,  either  in  a  external  can  be  the  most  important  a  source  of 
candidates  employee  referrals,  sometimes support  by cash  bonus incentives.  Among 
other  external  recruiting techniques belongs advertising,  cooperation with placement 
agencies, or campus and field recruiting.  Recently,  'head-hunting'  became popular in 
top-level executives due to the possibility to find and lure the suitable candidate away 
from another company (French, 1986, p. 244-245).
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To  find  the  proper  balance  between  internal  and  external  recruiting  is  the  task  of 
personnel departments (French, 1986, p.242-243).
1.5.3 Selection
This section will briefly introduce the practice of new employees selection.
For Armstrong (2009, p.529), a selection means the aim of assessing the suitability of 
applicants by foreseeing the extent to which they will be able to fulfil their future role 
successfully. 
French  continues  describing  the  selection  process  (1986,  p.250):  selection  follows 
the recruiting process when is time to choose the most proper candidate from all entered 
applicants. There is a number of selection devices such as application forms, reference 
checks,  tests,  physical  examinations,  interviews  or  Assessment  centres  which  help 
recruiters  to  make  the  most  relevant  decisions.  A decision-making  process  includes 
judging  based  on  the  particular  and  measurable  dimensions  (for  example,  years  of 
experience) but also on the abstract and personal dimensions (for example, leadership 
potential) as well. Setting up a selection strategy (Will we choose the best qualified or 
those  with  the  greatest  long-term  potential?)  is  a matter  of  the  human  resources 
department in cooperation with other managers (French, 1986, p.250).
1.5.4 Selection techniques
An assessment is needed to identify the degree to which the characteristics of candidates 
match the job specification to make a choice between applicants. Following techniques 
help to detect a nature of applicants' competences, experience, qualifications, education 
and training (Armstrong, 2009, p.529). 
• Individual interviews – belong to the most popular selection methods. Its main 
characteristic  is  the  face-to-face  discussion  which  provides  close  contact 
between the interviewer and the candidate. A set of predetermined question – so-
called structured interview – is compiled to be related to the competences and 
role required of the applicants as well  as may be collocated with the typical 
situations faced by the candidates' future role. It is recommended to use at least 
two  interviewers  or  even  interviewing  panel  since  the  biggest  disadvantage 
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of using only one interviewer is in possible bias or superficial decisions
• Interviewing  panels  –  are  characterised  by  the  situation  where  two  or  more 
people interviewing one candidate, in most cases it is a combination of human 
resource specialist and line manager. The advantage of interviewing panel is that 
interviewers see the candidate at the same time so they can share information 
and join impressions to reduce overlaps and modify or enlarge any superficial 
judgements
• Selection boards or panels – are more formal,  usually more than two people 
participate as interviewers because different parties are interested in the selection 
decision. The advantage of selection boards is in larger number of interviewers: 
the more  looks at  the applicants  the  more  information  to  compare.  However, 
the large number of interviewers may cause many difficulties as well. The line 
of the interview is no more structured as in face-to-face conversation – questions 
may be unplanned and delivered randomly, moreover, a dominating member of 
the board  can  influence  the  judgements  of  the  other  members.  A formidable 
board may have a bad impact on the candidate who can be competent but shy 
and can not show her/his qualities fully  
• Assessment centres – will be described later in the chapter 1.5.
• Graphology – candidate's  handwriting is  studied  to  conclude personality  and 
used as a basis for making predictions about future performance. This method 
has many opponents (validity studies on this topic) for example Schmidt and 
Hunter (1998). One of the critics (Armstrong, 2009, p.531-533) is that variations 
in  handwriting  are  caused  genetically  due  to  differences  in  fine  motor 
coordination  of  the  finger  muscles  between  individuals  and  not  due  to 
their personality
This enumeration brings the focus on the merit of the whole theoretical background of 
the thesis. The rest of the first part will be concerned with the topic of an Assessment 
centre. The detailed review of related topics will be provided to enable a consecutive 
designing of the Assessment centre.
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1.6 Assessment centres
Remaining part of a theoretical base is whole dedicated to a topic of Assessment centre. 
This recruitment technique is very extensive due to its complexity and diversity in used 
methods.  The  chapter  starts  with  a  review  of  several  AC  definitions  which  are 
sequentially supplemented by historical circumstances. After that, detailed description 
of right utilization of Assessment centre is brought in the chapter Guidelines and ethical 
considerations.
I would like to explain that especially one author is cited in most cases – František 
Hroník – who is a specialist in executing of Assessment centres in the Czech Republic. 
In his books, he is not afraid to write about how to be successful as he believes that not 
only best practice is the key to acquire utmost benefits from AC. Long-time experiences 
as  well  as  the  good  relations  with  customers  are  important  factors  in  outsourcing 
services as well.   
1.6.1 Definition
As it was outlined  above, definitions open up the first section of this chapter. Five 
definitions from various  authors are afforded to introduce a term Assessment centre 
from more points of views.  
Krause  and  Thornton  (2009;  in Melchers  and  Annen,  2010)  define  the  Assessment 
centres  as  “job-related  simulations  in  which  trained  assessors  evaluate  candidates’ 
behaviour.  In  addition,  ACs  can  also  include  tests,  interviews,  or  other  sociometric 
devices.  ACs  enjoy  great  popularity  in  the private  and  the  public  sector,  and  play 
an important role in both personnel selection and employee development”. 
Kello (2006; in Kello, 2010, p.22) considers the Assessment centres “as an example of 
a very high-fidelity tool for identifying 'the right stuff' for specific jobs” he continues 
that it is a simulation of core aspects of a particular job and that can serve either as 
a selection tool, commonly used for critical jobs such as department head. The other 
significant contribution of ACs is in opportunity to develop current skills of employees. 
The Assessment centres can diagnose the hidden potential and help to define the starting 
point for employees to ready themselves for higher-level jobs. 
Edenborough (2005) adds that “an individual’s performance on the exercises, then, is 
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regarded as providing evidence for the likelihood or otherwise of success in the role 
concerned.”
According to Armstrong (2009, p.532) the Assessment centres “assemble a group of 
candidates and use a range of assessment techniques over a concentrated period of time 
(one or two days) with the aim of providing a more comprehensive and balanced view 
of the suitability of individual members of the group.”
Although there were already stated some definitions  of the Assessment  centres,  one 
more may be added, particularly hence it is constructed according to experience. Hroník 
(2005, p.46) describes AC as a time-limited, multi-situational exam where at least three 
internal and external observers/assessors take place. The exam does not have one right 
solution. The multi-situational are situations which enable observers/assessors repeated 
assessment of individual and collective work and self-assessment as well. 
From the listed definitions can be concluded that Assessment centres content unlimited 
types of tests, simulations, presentations and other techniques which are related to a job 
to evoke the most authentic conditions. Candidates then can be observed by a team of 
assessors who decide whom from the candidates will be the most suitable for the job. 
Candidates has the same opportunity to prove how much will the job fit for them.
From the  definitions  further  result  that  Assessment  centre  may have a  development 
function as well. In that situation, Assessment centre is called Development centre and 
have the same content. However, the purpose is not to select the most suitable candidate 
but to help develop skills or knowledge of current employees.
1.6.2 History
To introduce the Assessment centre in a historical context, a brief excursion to history is 
presented below.
Using  of  Assessment  centres  is  generally  collocated  with  the  military  application, 
however,  Hroník  (2005,  p.3-4)  indicates  the  resemblance  of  nowadays  Assessment 
centres  a  long  time  ago:  heroes  such  as  ancient  Phaeton,  Abraham  from  the Old 
Testament or,  for example,  Joseph from the New Testament (and many others) were 
testing in moral exams to prove their personality.
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In a modern history are Assessment centres really associated with military. Kello (2010, 
p.22) delimits the initial developing of ACs in the 1930s by Germans to select their 
officers. The Assessment centres were used for recruitment and development of soldiers 
as  well.  The soldiers  needed  to  practice  model  situations  as  well  as  needed  to  be 
assessed.  A feedback  enabled  a  training  to  be  more  effective  and,  consequently, 
improved the  fighting  capacity.  In  the  1940s  in  the  United  States  of  America  were 
the Assessment centre methodologies further improved, mainly for better selection or 
development  of spies.  “Recently,  the assessment  centre  method has been adapted to 
heighten the learning and development in the program itself” (Thornton and Rupp 2006; 
in Thornton and Krause, 2009, p.479).
The term Assessment centre as we know it now was used by American psychologist 
A. Murray.
1.6.3 Guidelines and ethical considerations
The  increasing  usage  of  Assessment  centres  led  to  the  creation  of  standards  or 
guidelines  for  users  –  ACs  are  currently  used  in  industrial,  educational,  military, 
government,  law  enforcement,  and  other  organizational  settings.  The  first  set  of 
guidelines  was created  in  Quebec  in  1975 by a  group of  professionals  representing 
many of the largest users of the method. There were several revisions of the standards 
mainly because of development in this area: the new definitions were needed as well as 
clarification  of  Assessment  centre's  impact  on  organisation  or  participants  (1979), 
the constraint on reduction of spending time and expensiveness as well as on modifying 
out-of-date methods (1989). They also includes, for example, specification of a role of 
a job analysis, clarification of the types of attributes or delineation of the processes of 
observing,  recording,  evaluating,  and  aggregating  information.  A last  revision  was 
published in 2000 to meet current requirements: to integrate technology into assessment 
centres and to specify more some definitions and concepts (28th International Congress 
on Assessment Centre Methods, 2000).
According to an International Congress on Assessment Centres (2000) it has to fulfil 
following essential conditions to consider a recruitment method as an assessment centre:
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• Conduction of job analysis
It  is  important  to  determine the dimensions,  competences,  attributes  and job 
performance to  identify  what  should  be  evaluated  by  the  assessment  centre. 
“The type and extent of the job analysis depend on the purpose of assessment, 
the complexity of the job, the adequacy and appropriateness of prior information 
about the job, and the similarity of the new job to jobs that have been studied 
previously”. Evidence of the comparability of the jobs must be provided if past 
job analysis or research are used to select dimensions and exercises for a new 
job. In the case that the job currently does not exist “analyses can be done of 
actual or projected tasks or roles that will comprise the new job, position, job 
level, or job family”.The basis for identifying target dimensions may also be 
an analysis of the vision, values, strategies or key objectives of the organisation 
as  well.  If  there  is  a  person who  is  knowledgeable  about  job  requirements, 
the collection  and  quantitative  evaluation  of  essential  job  elements,  then 
competency-modelling procedures can be used to determine the dimensions and 
competences to be assessed by the assessment centre. The job analysis as well as 
the  competency-modelling  “must  result  in  clearly  specified  categories  of 
behaviour that can be observed in assessment centre procedures”
• Behavioural classification 
Meaningful  and  relevant  categories  (such  as  dimensions,  attributes, 
characteristics, aptitudes, qualities, skills, abilities, competences and knowledge) 
must be set up to classified behaviour of participants
• Assessment Techniques
Assessment  centre  techniques  must  be  designed  to  provide  information  for 
evaluating  the  dimensions  previously  determined by the  job  analysis.  A link 
from behaviours to competences to exercises or assessment techniques should be 
established by assessment centre developers. Assessment centre matrix serve to 
document the linkage
• Multiple Assessments
The merit of Assessment centre is in using of multiple assessment techniques 
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such  as  tests,  interviews,  questionnaires,  sociometric  devices  or  simulations. 
This multiplicity is important to elicit a variety of behaviours and information 
relevant to the selected dimensions.
• Simulations
As was stated above in the chapter 'Definition', the assessment centre is multi-
situational exam, which is one of the most basic characteristic of the AC. In 
the Guidelines is this feature evolved into detail as well. Briefly, job related (at 
least  one,  but usually several)  simulations such as group exercises,  in-basket 
exercises,  interaction  (interview)  simulations,  presentations,  and  fact-finding 
exercises  must  be  placed  in  the  Assessment  centre  to  have  a  possibility  to 
observe each participant's behaviour related to the competency being assessed. 
The simulations should be closely designed to elicit the reactions and behaviour 
fundamental  for  performance  of  the  considered  position.  On  the other  hand, 
the assesses are required to overtly display their behaviour
• Assessors
The  international  guidelines  consider  the  role  of  assessors  as  well.  While 
choosing the assessors, characteristics such as diversity of race, ethnicity, age, 
sex, organizational level, and functional work area should be considered as well 
as  the  work  hierarchy,  especially  in  the  case  of  selection  or  promotional 
purposes related to subordinates to assessor. More about the role and training of 
the assessors will be presented bellow, in the chapter Assessors training
• Recording Behaviour
“A  systematic  procedure  must  be  used  by  assessors  to  record  specific 
behavioural observations accurately at the time of observation. This procedure 
might  include  techniques  such as  handwritten  notes,  behavioural  observation 
scales, or behavioural check-lists. Audio and video recordings of behaviour may 
be made and analysed at a later date”
• Report
“Assessors must prepare a report of the observations made during each exercise 
before the integration discussion or statistical integration”
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• Data Integration
“The integration of behaviours must be based on a pooling of information from 
assessors or through a statistical integration process validated in accordance with 
professionally  accepted  standards.  During  the  integration  discussion  of  each 
dimension,  assessors  should  report  information  derived  from the  assessment 
techniques  but  should  not  report  information  irrelevant  to  the  purpose  of 
the assessment process. The integration of information may be accomplished by 
consensus or by some other method of arriving at a joint decision. Computer 
technology also may be used to support the data integration process provided 
the conditions of this section are met”
All  following  steps  must  be  realized,  otherwise  the  selection  technique  can  not  be 
consider as the Assessment centre,  including all  part  starting with the conduction of 
a job analysis and ending with the report and data integration.
1.6.4 Assessors training
Gatewood et  al.  (2008,  p.625)  define  assessors  that  they  have  the  responsibility  of 
observing  and  evaluating  the participants'  behaviour.  The major  duty  assessors  is  to 
“record  the behaviour  of  a participant  in  an exercise  and  use  the  data  to  rate 
the participant on each behavioural dimension appropriate for the exercise”. The authors 
further states that in the Assessment centres participate half as many assessors as there 
are candidates. Assessors are usually managers of the firm, often one level above than 
the considered  position,  thereby  are  the  assessors  familiar  with  the  position  and 
the required behaviour.
Gatewood et al. (at the same place) continue in the description of the assessing process: 
“The rating and data gathered by each assessor are used to develop group or consensus 
judgements  of  each  participant”...”The  major  difficulty  in  having  managers  within 
the organisation  perform  these  activities  is  that,  even  though  they  are  very 
knowledgeable about the job behaviours, they are usually unskilled in systematically 
observing behaviours representative of each dimension and then using the behaviours to 
develop the rating.”...“ If assessors are not adequately trained in these observation and 
rating methods, the value of the AC evaluation is lessened”. 
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Hroník (2005, p.260-274) introduces the assessors far deeper. He even considers them, 
in many times, more as the observers.  The assessor/observer is in his point of view 
almost an 'Renaissance person' who has large overview among various fields. These 
huge amount of knowledge may be divided into three main areas:
• Business context knowledge – this group can be further divided into knowledge 
of an organisational culture and knowledge of business and personal strategy. 
The organisational culture knowledge enables assessors to perceive the observed 
events in the context of the organisational culture as well as the knowledge of 
company's strategy helps to understand selected processes
• Theoretical  basis  of  personal psychology – under  this  term can be imagined 
a summary of basic knowledge from the fields such as a personality psychology 
(theoretical models of personality and their orientation on a system, a future, or 
a holistic approach) , a social psychology (social perception styles, attitudes and 
behaviour,  cooperation  and  conflict,  knowledge  of  roles  and  social 
identification, etcetera) cognitive and managerial psychology as well as the basic 
knowledge of HR (recruitment, selection) and, on the other hand, knowledge of 
particular values, criteria and requirements considered in the Assessment centre 
(process of designing the Assessment centre)
In contrast to Gatewood (in the beginning of this chapter) who described the assessors 
as a within the firm employees trained for the assessment role, Hroník (2005, p.15) 
points out the importance of cooperation of internal and outsourced assessors/observers 
who can put the firm's employees up to inspire them or show them new processes or  
approaches.
The assessors/observers should be trained as well to a coping with a perception trap. 
To explain this statement, a brief definition will be given to approximate the term and its 
implications.
Huczynski and Buchanan (2007, p.209) define perception as a dynamic psychological 
process which shapes and direct our behaviour. However, everyone perceives the world 
around us in different ways. Thus, we live in our own perceptual worlds because of 
different social and physical backgrounds which result in different values, interests and 
expectations. We continuously perceive vast amount of information and, simultaneously, 
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“we sifting and ordering this stream of information, making sense of it and interpreting 
it”.
Huczynski  and  Buchanan  (2007,  p.222)  present  the  consequences  of  the individual 
perception on the following two main features2:
• Halo effect  –  a  judgement  based  on a  single  striking  characteristic,  such as 
an aspect of dress, speech, posture or nationality
• Stereotype  –  a  category  or  personality  type  to  which  we consign  people  on 
the basis on their membership of some known group 
To  avoid  potential  errors,  there  are  several  advices.  First  of  all,  Huczynski  and 
Buchanan (2007, p.229) recommend to each and everyone of us has to well develop 
knowledge of ourselves – to get to know the strengths, preferences, flaws and biases. 
The authors further give some guidelines how to anticipate perception errors:
• Take more time and avoid instant 'snap'  judgements about others
• Collect and consciously use more information about other people  
• Develop self awareness, and an understanding of how our personal biases and 
preferences effect our perceptions and judgements of other people
• Check  our  attributions  –  the  assumptions  we  make  about  the causes  of 
behaviour,  particularly the links we make between aspects of personality and 
appearance on the one  hand and behaviour on the other
On the assessors' training should be placed an emphasis because the AC can be designed 
the  best,  however,  the  lack  of  knowledge  and  skills  of  the  assessors  may  cause 
the ineffective usage.
1.6.5 Advantages of Assessment centre
Hroník (2005, p. 64) presents following advantages of a running the Assessment centre:
• Complexity  and  multilaterality  of  assessment  –  AC  derives  benefit  from 
possibility to observe each candidate in several situations as well as by more 
2 Other types of perception errors and how to avoid them see Huczynski and Buchanan, 2007, chapter 7 
(Perception).
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than one assessors and for a period of time, thus, the final result is more valid 
than result from other selection techniques
• Flexibility – Assessment centre can be modified for a various range of positions 
due to easy possibility to change and to adjust applied methods
• Learning  –  every  situation  performed  in  the  Assessment  centre  may  be 
considered as a new experience both for assessees and observers. Hroník as well 
points out the opportunity to learn by observing. The result leads not only to 
adapt what is observed, but to create completely new own models
Howard  and  Woehr  (in  Meriac  et  al.,  2008,  p.1042)  acknowledge  the  above  stated 
points:  the  growing  popularity  of  managerial  assessment  centres  as  an  assessment 
method  in  both  administrative  and  developmental  contexts.  Macan  et  al.  (1994;  at 
the same place) see the main advantage of assessment centres in its apparent objectivity, 
in comparison to the other alternatives, such as 360° feedback  and in more favourable 
applicants reactions. Cascio & Aguinis (2005; at the same place) appreciate the positive 
impact on feedback acceptance.
Schmitt,  Gooding,  Noe,  and  Kirsh  (1984;  in  McEwen  T.,  McEwen  B.,  1995)  add: 
“compared  various  personnel  selection  methods,  such  as  aptitude,  personality,  and 
intelligence tests; biographical inventories; work samples; supervisor or peer evaluation; 
and assessment centres.  The results  showed  that assessment centres  have  a high 
criterion validity and are better predictors of job performance than the other methods”.
1.6.6 Disadvantages of Assessment centre
Hroník (2005, p. 65-66) introduces four main disadvantages of an Assessment centre.
• Time consumption – the Assessment centre is not only the final session with 
candidates, behind the scenes is an assessors training, an organisational assuring 
and, especially, a communication and pre-selection of candidates
• Financial costs – organisation of Assessment centre can not afford every firm 
due to its price and the economies of scale. However, each interested firm should 
primarily consider questions such as what or how much will  the Assessment 
centre contribute and when will be the investment return
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• Simulation  risk  –  this  risk is  linked to  the  model  situations  where  everyone 
knows that it is not the real situation, thus may people often react how they think 
they should react although it is not they natural behaviour and, consequently, in 
the real-life, for example under pressure of social relations, react unexpectedly
• Risk of poor challenge – some people does not appreciate the Assessment centre 
conditions as they are not motivated by the model situations. These people can 
be recognized by the psycho-diagnostic tests
Lance et al. (2004, p. 22) focus their attention on the subject of observing in Assessment 
centres.  They points out that “ for the last  20 years,  researchers have wrestled with 
the apparent evidential dilemma that ACs consistently demonstrate predictive validity 
but just  as consistently fail  to demonstrate construct validity” (Lievens & Klimoski, 
2001; Sackett & Dreher, 1982). They continue that “studies consistently demonstrate 
that exercise effects dominate over dimension effects in AC post-exercise dimension 
ratings have not conformed to the theoretical architecture of ACs – with few exceptions 
(e.g., Arthur, Woehr, & Maldegen, 2000), studies consistently demonstrate that exercise 
effects  dominate  over  dimension  effects.  After  reviewing  many  of  these  studies  on 
the relationships among within-exercise dimension ratings, Howard (1997) concluded 
that  'these  findings  suggest  that  exercises,  not  dimensions  are  the  currency  of 
assessment centres'”.
1.6.7 Basic terms
In the Assessment centre are used several types of methods which help assessors to 
observed  the  candidates.  Each  type  can  be  modify  according  to  the desired 
circumstances:  individual  knowledge  or  abilities  may  be  assessed  as  well  as 
the cooperation  in  the  team-working.  Hroník  (2005,  p.46-47)  lists  four  basic  terms 
applied in Assessment centres.
1.6.7.1 Model situation
In  contrast  to a  real  situation  are  relations  among  elements  simplified  and  time 
compressed, moreover, at the same time, the model situation must be the most similar to 
the original, the key characteristics and functions must be preserved. This requirements 
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are,  however,  contradictory  that  is  why  are  some  model  situations  focused  on 
simplifying and compression and some on the most authentic atmosphere. 
1.6.7.2 Game
Model situations are realized by games. In these games, conventional rules are set and 
a result  is  not  accidental.  The  game  is  competitive  and  designed  for  at  least  two 
participants.  The players/participants  intentionally  do  not  know  all  information 
necessary to evoke the real situation. The solution is usually open and unlimited number 
of strategies are available and the object of observing is rather the process than the final 
solution.
1.6.7.3 Simulation 
Simulation is a term used for a creation of simulation model – that is a model situations 
are the most similar to a original. 
Thorton  and  Rupp  (2007;  in  Brummel,  Rupp,  2009,  p.138)  further  define 
the behavioural simulation exercises as a method used to measure complex human skills 
and abilities.
1.6.7.4 Case study
A content of a case study tries to copy a real situation although a solution is not made in 
the real time. The situation is solving successfully and the solution is more important 
than  a solving  process.  This  technique  is  suitable  for  detecting  hard  skills  and, 
especially, various managerial cognitive characteristics.
1.7 Types of methods used in Assessment centre
Following  chapter  is  dedicated  to  the  enumeration  of  methods  usually  used  in 
Assessment centres to help to know better the candidates. The situations are divided into 
three  main  sections  according  to  their  character  –  one  is  based  on an observing  of 
an individual  in  specific,  job-related  situations,  other  on  a  team-working  or  group 
discussions,  and  the  last  on  testing  of  performance,  personality  or  abilities. 
Edenborough  (2005,  p.84)  summarizes: “The  purpose  of  any  procedure  used  in 
49
selection is  to  find out  something about  the candidate  or candidates  that  will  be of 
relevance to their functioning in the job or role concerned”.
Hroník (2005, p.102-234) presents several types of methods which can be placed in 
the Assessment  centre  to  help  assessors  recognise  the  way  of  behaviour,  nature  or 
character of participants. Among the methods belong individual model situations such 
as interview, moral dilemma, role playing, creative and improvisation ability tests, case 
studies,  skill  test  or  knowledge  tests  as  well.  Further  can  be  applied  group  model 
situations  such  as  model  situations  focused  on  observation  of  performance 
characteristics or with the attention of interpersonal characteristics observation as well 
as  model  situations  focused  on  cognitive  characteristics  and  on  stress  reactions 
observation. The last third technique are psycho-diagnostic tests which are focused on 
creativity, memory or special abilities.
1.7.1 Individual model situations
This subsection will represent types of individual model situations to give a brief outline 
of  applicable  methods.  The  individual  model  situations  are  concerning  with 
the performance (as well as a knowledge, abilities or skills) of each candidate. Often, in 
the  managerial  positions,  attention  is  paid  to  the  presentation  skills  as  well  as  to 
the personality of the assesses.
1.7.1.1 Individual model situations focused on presentation skills
The  outline  starts  with  the  situations  focused  on  presentation  skills  as  they  are 
demanded and widely used across a various range of jobs.
Pittenger et al. (2004, p.327) note the importance of presentation skills: “in countless 
surveys, employers, graduate students, academicians, and others continue to list oral and 
written communication among the most critical skills needed by business students today 
(Hynes  & Bhatia,  1996;  Maes,  Weldy,  & Icenogle,  1997;  Plutsky,  1996;  Wardrope, 
2002).  The  Association  to  Advance  Collegiate  Schools  of  Business  (AACSB) 
International (2004) continues to recognize the importance of communication skills in 
its  latest  standards.  Not  surprisingly,  Wardrope  (2002)  found  that  a  communication 
course was required at 76% of the institutions surveyed. Now the debate is not about 
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the value  of  a  business  communication  course  but  about  its  effectiveness.  It  seems 
critical to decipher how best to teach the necessary communication skills to business 
students to meet real-world standards” (Dorn, 1999; Muir, 1996;Wolff, 1996).
Hroník (2005, p. 102) sees the possibility of presenting in wide range of topics, it can be 
combined, or part of other model situations as well.
Among  the  individual  model  situations  focused  on  presentation  skills  may  belong 
(Hroník, 2005, p. 102):
• Self-presentation – is usually placed in the beginning of the Assessment centre 
that is why is needed to add an other similar technique in the second part of 
the AC.  Presentation  may  be  repeated  at  the  end  of  the  AC  to  summarize 
the passed day (days)
• Presentation  of  a  colleague  –  the  technique  is  also  placed  usually  in 
the beginning of the AC, however, more frequently is employed in Development 
centres than in recruitment Assessment centres
• Improvement presentation – may be used in the end of the Assessment centre, 
the  participants  present  what  they  think  about  the  AC  and  summarize 
the contribution.  Once  again  are  observed  the  presentation  skills  as  well  as 
the attention is paid to a coping with all the day (days) stress. Moreover, if any, 
or which psychologically defences candidates used. Action and cognitive styles 
of applicants are assessed as well
• Presentation of the topic: 'How to motivate your people' – the principle purpose 
of  this  presentation  is  to  assess  the  attitude  to  the  topic  as  well  as 
the presentation  skills,  self-conception  and the  coping with stress.  Interesting 
may be observing of leading style – if the assesse tend to directive role or to 
a leadership. It is used for managerial positions.
Sometimes, applicants' presented attitudes can be learned but not used naturally 
in  their  practice.  Therefore,  other  model  situations  are  recommended  to  be 
placed in the Assessment centre to find the authentic characteristics. 
• Presentation of recommendation – is used to observe ability to convey a clear 
opinion in a risky situation, as well as the argumentation – feinting or honesty, 
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the measure of openness or integrity of a message
1.7.1.2 Interview
Montag (2009,  p.2)  sees  the strong side  of  this  method in its  popularity  among all 
managers. Unqualified conversation may, on the other hand, cause the low validity of 
the  gained  information,  or  even  the  information  may  be  almost  useless  (mainly  in 
the case of unstructured interview). There are two types of interviews:
• structured
• unstructured 
The structured interview is characterised by the set of questions and by their logical 
order. 
Further can be interview focused on the life of assesses, then it is called biographical 
interview  (Hroník,  2005,  p.114).  External  events  are  observed  as  well  as  inside 
dynamics  of  these events.  The interview is  concentrated on the assesses'  behaviour, 
expression of feelings and on a motivation as well.
It is recommended to combine this method with psycho-diagnostic tests (Montag, 2009, 
p.2; Hroník, 2005, p.115).
1.7.1.3 Moral dilemma
Hroník (2005,  p.  116-120) describes moral  dilemmas as individual  model  situations 
which do not have one right answer or solution. The solution is, namely, influenced by 
assesses'  attitudes  or  value  orientation  and  in  some  situations,  only  a  professional 
assessor  or  psychologist  is  able  to  evaluate  the  right  meaning of  behaviour.  Hroník 
further points out the ambiguity of one reaction – the radical attitude and uniqueness of 
the  possible  solution  may  be,  on  the  one  hand,  the  sign  of  a  strong  character,  on 
the other hand, it may be a role played by the accurate contrast character.
Hroník  presents  three  types  of  dilemmas.  The  first  (p.117)  is  thematic  focused  on 
a leading style expression and on the communication as well by mixing a professional 
and personal lives.
The  second  version  (p.118)  evokes  different  emotions  by  combining  a sense  of 
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sympathy with the ethical question of inappropriate behaviour almost leading to a steal 
but on the excusable conditions.
The third situation (p.119) is trying to incite a natural reaction on a situation based on 
the conflict  between  an  objective  performance  assessment  which,  simultaneously, 
should be a reason to following decision and again, on the sense of human sympathy 
condition – while considering the hard life-situation, although, the situations does not 
need to be in direct relation to the worse performance. 
Raz  (1986;  in  Lurie  and  Albin,  2007)  acknowledges  that:  “Managers  make  many 
decisions and form many practical judgements on a daily basis. Some of these decisions 
have significant  moral  ramifications  and are imbued with ethical  content.  Assessing 
the ethical meaning or the moral ramifications of a particular decision is generally not 
a particularly difficult task; we usually think that we know the difference between right 
and wrong”...”they (managers) have to choose among the various possibilities. Related 
to this situations in which managers face competing values, even though these might not 
be straightforward moral values, where the situation is not a question of right versus 
wrong, but wrong versus wrong”.
1.7.1.4 Role-playing
A role-playing is commonly used method in Assessment centres because candidates can 
try  and  experience  the  future  job,  as  well  assessors  can  observe  how  would 
the candidates behave in their future role.
Hroník (2005, p.120-130) states that the role-playing is very common in searching for 
candidates on a wide range of sales positions – sales competences are easy to observe – 
how the  candidate  'sells  her/him self',  as  well  as  the  candidate's  drive,  building  of 
a relation  with  customer,  a  coping  with  complains,  or  a  pressure  resistance.  Other 
versions can be focused for example on product knowledge as well  on a creativity, 
a clear expression of information as well as on a successful gaining of information.
Further,  Hroník  (2005,  p.  131-136)  represents  selection  types  of  roles  proper  for 
managerial positions. The situations placed in Assessment centre can be focused on, for 
example, provoking by controversial topics which place candidates into a role they do 
not identify with, then a thinking flexibility can be observed. The assessors must take 
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into account the organisational culture which defines the proper behaviour of candidates 
– managers can easily and without any complain adopt any opinion, even though they 
do not agree with.
Right for the human resource manager is the other type of role-playing presented by 
Hroník:  the  situation  is  concerned  with  the  appraisal  of  a  subordinate.  A clarity  of 
message is observed as well as the ability to resist the manipulation or the ability to 
onward motivate the subordinate.
Ballantyne and Povah (2004, p.51) add that the candidates are further familiarize with 
the background information – usually with a description of a particular situation. Then 
they are given some time to prepare for the role they will be playing in the predefined 
duration.
The  role-playing  can  be  easily  modified,  the  situations  may  be  focused  on  various 
subjects  according  to  the  design  of  the  Assessment  centre.  Modifications  may,  for 
example, evoke the situations where is needed to criticize, to shift an employee to other 
position  or  to  engage  a  interview  with  a  controversial  employee  (Hroník,  2005, 
p.132-144).
1.7.1.5 Creativity and improvisation ability tests
Other type of the individual model situation are tests of creativity and improvisation. 
Cropley (2000) summarizes: “Creativity tests measure specific cognitive processes such 
as  thinking  divergently,  making  associations,  constructing  and  combining  broad 
categories, or working on many ideas simultaneously. They also measure non-cognitive 
aspects of creativity such as motivation (e.g.,  impulse expression, desire for novelty, 
risk-taking),  and  facilitatory  personal  properties  like  flexibility,  tolerance  for 
independence, or positive attitudes to differentness”. 
Hroník (2005, p.144) points out the fact that creativity and improvisation tests are not as 
much widespread as they are rather popular. Tests presented by Hroník are focused on 
immediate improvisation while candidates face the unexpected exercises. These tests are 
suitable for positions like press agents, anchormen or public relation officers.
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1.7.1.6 Case studies
Case studies has been already mentioned above in the chapter about basic terms used in 
the Assessment centre. Hroník (2005, p. 147) further states that the above listed types of 
the individual model situations are mainly focused on soft-skills while the case studies 
are globally concerned with the soft- and hard- skills.  The emphasis is primarily on 
the result. 
According to Hroník may be case studies divided into:
• Case studies with one issue
• Case studies with complex of related as well as with unrelated issues
Gatewood et al. (2008, p.624) describe typical process of solving a case study. Firstly, 
candidates are familiarized with the particular problem, usually by its long description. 
The problem is related to the scope of employment considered in the Assessment centre. 
All needed information is given to the candidates to be able to create their opinion about 
the topic.  The authors  present  the  example  of  using a  real  financial,  marketing  and 
organizational data of a certain company. The assesses then solve the dilemma which 
resulted from the submission. The candidates have to support their recommendations by 
related data. The authors as well point out the modification of case study according to 
the considered  position  and  given  examples:  middle-level  managers  often  solve 
problems  related  to  the  design  and  implementation  of  operational  plans;  firs-level 
managers  are  usually  concerned  with  subordinates  relations  (or  conflicts),  problems 
with adopting an organisation's policies or work processes. The output from the case- 
studies may be a report,  an oral presentation, or a discussion among all participants. 
“The  primarily  dimensions  usually  evaluated  are  oral  and  written  communication, 
planning and organising, control, decisiveness, resilience, and analysis” (Gatewood et 
al., 2008, p.625).
Case studies are systematically employed from the start of the 20 th century and have 
times out of number forms. Available are in many expert publications (Hroník, 2005, 
p.147).
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1.7.1.7 Knowledge tests
Darwin  (2003,  p.102)  defines  the  knowledge  “as  a  characteristic  of  a  person  that 
influences the person’s behavioural potential. Since knowledge, itself, cannot be directly 
observed,  it  must  be  inferred  from  observing  performance  on  a  test,  for  example, 
questions designed to determine the beliefs of a person about,  say, adding two-digit 
numbers. Knowledge has been conventionally defined as beliefs that are true and are 
justified”.
Hroník (2005, p. 149) adds that, in contrast to the case studies, knowledge tests differ in 
the limited number of right solutions and have usually character of an exam. Hroník 
also describes that in the knowledge tests is often a need to involve an intuition to get to 
the right solution as the tests content a bit of uncertainty. As the knowledge tests are 
highly specialized, they are not frequently used in managerial selection.  The biggest 
advantage of these tests is in their easy assessment.
Hroník (at the same place) presents two types of knowledge tests:
• Written form
• Oral form
In this subsection were listed various types of model situations related to a individual 
performance as well as the possible combinations with other selection methods to create 
the best opportunity to observe the candidates. 
To complete this chapter, Hroník (2005, p. 102) advices that, usually, individual model 
situations are represented in the assessment centre by several situations, in most cases 
by 3 different situations.  The most appropriate way seems to be a combination of role-
playing, interview and presentation. The following subsection will, therefore, concerned 
with applied group model situations.
1.7.2 Group model situations
Hroník (2005, p.153) defines group model situations by a participation of at least two 
assesses who solve an assigned task. While solving the task, candidates find themselves 
in various roles but, Hroník points out, the group is created artificially – it means that 
the same people does not usually work in the work team and in the same extent and 
quality, so the performance of the team can not be compared to a natural work team. 
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The natural work team describes Hroník as a work team created on the ordinary work 
conditions.
Among  these  situations  belong  four  main  subgroups:  observation  of  performance 
characteristics,  inter-personal  and  cognitive  characteristics  and  last  but  not  least 
observation of under pressure behaviour. All these techniques are described bellow. 
1.7.2.1 Observation of the intention of performance characteristics
Hroník  (2005,  p.  159)  describes  this  subgroup  by  emphasis  on  a candidate's 
performance and the result is often tangible but can be a record sheet as well.
In  the  book  Human  resource  selection, Gatewood  et  al.  (2008,  p.605)  define 
the performance tests as “work sample tests because they ask the applicant to complete 
some job activity, either behavioural or verbal,  under structured testing condition”. As 
the examples  of  this  type  of  tests  present  “requiring  applicants  to  write  a  simple 
computer program to solve a specific problem”.
In  these  exercises  may  be  observed,  for  example,  real,  tangible  results  such  as 
a construction. For the assessment is, however, the most important how the construct 
was engendered: who and how has participated since the assessors can then observe 
various action styles as well as team roles. These situations may be also focused on 
leading styles, especially in a dealing among participants when effectiveness of message 
can be assessed.  Other situation may be modified to enable observe a coordination, 
analytical thinking, reaction on a failure or a ability to solve problems and other.
1.7.2.2 Situations focused on inter-personal characteristics observation 
These  situations  are  concerned  with  a  dealing  of  the  team  members.  Observed  is 
the ability to agree or empathy.
By  modification  of  submissions  can  be  afford  an  observation  of  considered  inter-
personal characteristics. If the candidates are given a submission a sort of 'Capture as 
much information as possible from other participants in twenty minutes' (Hroník, 2005, 
p.160-170) then a type of personality of each participant can be assessed – is he/she 
active, or holds out for the contact of others, which information is trying to gain – hard 
such as age, education or employment, or soft, for example hobbies and interests. As 
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well may be observed the character and the amount of gaining  information and also 
should  be  assessors  focused on the character  and amount  of  providing information. 
Further  is  the assessment  concerned with the  amount  of  provided,  in  comparison to 
gained,  information.  Sometimes  participants  focus  their  emphasis  on  the  amount  of 
information although the assessed field is the style of gaining information.
By modifications of submissions can be afford observations of other considered inter-
personal characteristics. 
1.7.2.3 Observation of cognitive characteristics
To introduce a observation of cognitive characteristics, it will be proper to define what 
a cognition is. Glassman (2008, p. 165) states that “cognitive psychologists believe that 
one  cannot  fully  explain  behaviour  in  terms  of  stimulus  –  response  connections. 
Instead,  the  cognitive  approach  sees  events  within  the  person  as  being  at  least  as 
important as environmental stimuli in the understanding of behaviour. These internal 
events are described as mediation processes or mediators , because they come between 
the stimulus and the response.  Linking processes like memory, problem solving and 
language are all based on mediators”.
1.7.2.4 Situations where attention is paid to under pressure behaviour 
Participants are in this case placed into the situations (Hroník, 2005, p.194-199) where, 
for  example,  they  must  choose  the  role  and,  consequently,  they  must  appreciate 
behaviour in each role. The situation is focused on stress, usually by giving a condition, 
for  example:  in  15  minutes,  you  will  sink  down;  or  it  is  on  you,  if  someone  else 
survives. Then can be quite easily observed the ways of each participant behaviour – is 
he/she trying to survive or, on the other hand, is he/she willing to sacrifice? Is anyone 
going to derive benefits from particular situation?
Other  situations  may  be  focused  on  situations  where  someone  is  excluded  from 
the group or on the finding a proper reason (particularly in the case of acting in 'higher' 
aim).
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1.7.3 Psycho-diagnostic tests
The  last  bigger  category  of  methods  used  in  the  Assessment  centre  are  psycho-
diagnostic tests. The tests will be further divided into performance, projective tests or 
questionnaires.
Hroník (2005, p.199) introduces the psycho-diagnostic tests as the subset of the psycho-
diagnostic  methods,  which  include  observation  and  interview  (applied  already  in 
the individual model situations.
Edenborough  (2005,  p.83)  summarizes  usage  of  psychometrics  tests  in  external 
selection as  “the largest  category of  application in  work-related situations.  Practices 
vary greatly but a number of broad patterns of usage emerge. Some of these can be seen 
to have their roots in the earliest days of testing.” He continues that “in all cases there is 
at least implicit the idea that the test is providing information of value to the selection 
process.  However,  the  role  and  status  of  that  information,  and  its  links  with  other 
sources, are rarely clearly stated and ,perhaps, even more rarely understood”.
Tests  presented  by  Hroník  are,  according  to  his  opinion,  well-tried  and  may  be 
considered as a fix star in the selection practice.
1.7.3.1 Performance tests
Hroník (2005, p.199-203) describes performance tests subsequently: they are concerned 
with measuring the performance and the biggest advantage is the possibility to compare 
measured quantities, such as the error rate as well as the performance. Moreover, it is 
possible  to  say  which  reaction  was  right  and  which  wrong.  Although  is  important 
a perfect evaluation, sometimes plays a fundamental role a context, for example, higher 
IQ does not necessarily mean the better  success in the considered position.  The last 
condition  to  the  applying  the  performance  tests  is  that  the  participants  can  reach 
the result bellow their real performance but, if the test is created right, they never can 
exceed their possible performance.  
The tests  can be focused on several  characteristics  of  participant's  performance,  for 
example, how is able to influence his/her will. The will is observed and examined by 
changing the severity – then can be observed the performance under higher level of 
stress, a motivation to be faster, the performance after the stress or on free conditions. 
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The result can be then described as fast or slow, productive/non-productive; self-control 
can be assessed as qualified and unqualified, effective or ineffective. 
Other characteristics possible to measure are the attention test where psycho-motor pace 
and accuracy of work is assessed; then the structure of the intelligence, critical thinking, 
managerial presumptions can be observed as well.  
1.7.3.2 Projective tests
Projective  tests  emphasis  on  the  hard  controlling  of  answers  as  participants  do  not 
anticipate  which  answer  is  desirable  –  this  is  their  main  common  characteristic 
presented by (Hroník, 2005, p.203-206).
Tests may assess a relation to the task as well as to other people and the authority or 
the pro-activity/reactivity.  The  projective  tests  can,  as  well,  assess  various  personal 
characteristics, for example, by focusing the test on choosing the particular colours and 
shapes, or by choosing offered possibilities, the assessors can, then, observed what was 
the reason to react that way.
1.7.3.3 Questionnaires
Questionnaires are traditional selection technique – they can be described as tests with 
the possibilities to answer yes or no as well as I do not know. Hroník (2005, p.206-222) 
further  describes  the  other  characteristics  of  questionnaires:  thanks  to  the  choosing 
the most acceptable as well as the most unacceptable answers, the assessment can show 
the inclination to, for example, submission or domination, or the tendency to affiliation 
or aggression. Questionnaires can be differently oriented according to the field they are 
examined such as the interaction, interpersonal behaviour as well as the internal motive 
or conflict-solving styles.
The  insertion  of  psycho-diagnostic  tests  brings  into  Assessment  centres  another 
dimension which enables to get to know the real character of the participants and may 
detect  hidden  features  of  the  participants  which  can  be  taken  into  account  and 
fundamentally influenced the final outcome. By this chapter ends the comprehensive 
section dedicated to the methods applied in the Assessment centre. The list should serve 
as the basis for subsequent designing of the AC for HR manager position. 
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Next chapter will  be engaged in the various organisational structures of Assessment 
centre.
1.7.4 Organisation of Assessment centre 
The presumption is that the usual situation is a presence of both external and internal 
assessors/observers. In the following part are shown three basic types of 
a organisational structure of the Assessment centre (Hroník, 2005, p.236-238).
Everyone sees each other in all situations
This organisational option is suitable for managers recruitment and for a creation of 
managerial development plan. In this case, all observers/assessors see each participant 
in all interacting situations.
Table 2: Organisation of Assessment centre suitable for managerial positions (Source: 
Hroník, 2005, p.236)
1st GROUP 2nd GROUP
08:00 – 08:50 Introduction
08:50 – 09:15 Self-presentation
09:15 – 09:20 Short break
09:20 – 10:20 Psycho-diagnostic tests Collective model situations
10:20 – 11:20 Collective model situations Psycho-diagnostic tests
11:20 – 13:00 Performance test
13:00 – 13:30 Lunch
13:30 – 15:30 Individual situation Psycho-diagnostic tests
15:30 – 17:30 Psycho-diagnostic tests Individual situation
17:30 – 18:00 Ending, acknowledgements, collective feedback
18:00 – 20:00 Assessment team consultation with yes or no output to each 
candidate
A maximal  number  of  candidates  participating  in  this  alternate  is  14,  the optimal 
number is 10 participants. 4 to 6 external and 2 to 4 internal assessors are recommended 
to participate. The critical point in this structure are individual model situations – in 
the 2 hours  long  blocks  (psycho-diagnostic  tests  in  combination  with  individual 
situations) 15 minutes are reserved for each participant, however, the two groups may 
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pass  concurrently  due  to  possible  delayed  in  individual  situations.  Afterwards, 
the essential  condition  is  not  fulfil  because  everyone  can  not  see  each  other  in  all 
situations.
Everybody sees everyone in one situation
A organisational structure is suitable for recruitment of sales representatives and non-
managerial  positions.  Usually,  teams  of  observers/assessors  are  created  for  both 
collective and individual situations. 
Table 3: The Assessment centre design for sales representatives as well as for non-
managerial positions (Source: Hroník, 2005, p. 236-237)
1st GROUP WHITE 2nd GROUP 
BLUE
3rd GROUP RED
08:30 – 08:50 Introduction
08:50 – 09:20 Performance test
09:20 – 09:25 Short break
09:25 – 11:55 Psycho-diagnostic 
tests
Collective model 
situations
Individual 
situations
11:55 – 12:30 Lunch
12:30 – 13:00 Performance test
13:00 – 15:30 Collective model 
situations
Individual 
situations
Psycho-diagnostic 
tests
15:30 – 18:00 Individual 
situations
Psycho-
diagnostic tests
Collective model 
situations
18:00 – 18:30 Ending, acknowledgements, collective feedback
18:30 – 20:00 Assessment team consultation with yes or no output to each 
candidate
30  candidates  can  maximally  join  this  type  of  the  Assessment  centre  structure, 
the optimal number is 24. A number of external assessors is 5 to 6 and 2 to 4 assessors 
should be internal. This alternate is characterised by 2,5 hours long blocks of three basic 
model situations. The critical point is the same as in the previous case – the individual 
situations. 
Everyone sees each other in some situations
The two previous structures are opposed – either everyone can see each other by all 
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observers/assessors  or  everybody  in  one  situation.  The  next  option  enables  to  see 
everybody in some situations but, especially, during whole day.
Table 4: A combination of previous two alternates of organisation (Source: Hroník,  
2005, p.237-238)
1st GROUP 2nd GROUP
08:30 – 08:50 Introduction
08:50 – 10:00 Collective model situation FILM
10:00 – 10:10 Short break
10:10 – 11:10 Psycho-diagnostic tests Collective model situations
11:10 – 12:10 Collective model situations Psycho-diagnostic tests
12:10 – 13:00 Lunch
13:00 – 13:30 Performance test
13:30 – 16:30 Individual 
situations/Psycho-diagnostic 
tests
Individual 
situations/Psycho-
diagnostic tests
16:30 – 17:00 Collective model situations
17:00 – 17:30 Sociogramm
17:30 – 18:00 Ending, acknowledgements, collective feedback
18:00 – 20:00 Assessment team consultation with yes or no output to each 
candidate
A structure of the Assessment centre is draw up for 4 collective model situations. 10 to 
12 candidates is ideal number, hence 30 minutes can be reserved for each of them in 
individual model situations.
1.8 Summary of the theoretical background 
The first part serves as the theoretical basis for other parts of the Diploma thesis. All  
provided information was chosen in relation to the topic of diploma thesis: The part 
concerned  with  the  human  resources  helps  handle  the  problem  of  choosing  and 
organising people in each organisation and, especially,  approximates the job performing 
by HR manager. The strategic conception of human resources in organisation emphasis 
the need to used each source the most effectively.
On  this  topic  connects  the  section  engaged  in  the  personality  of  human  resource 
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manager. Each position is tight with several requirements on the personality, knowledge, 
skills and abilities that is why it is important to approximate the role.
The chapter continues with placing selection of HR manager into organisational context 
and, as well, is focused on  deriving of mentioned characteristics of HR manager. Job 
analysis is defined and are provided the methods how to gain the useful information. 
Further is introduced a role conception.
The biggest and the last chapter is whole dedicated to the Assessment centres. Firstly, 
the term is approximated and defined, secondly, the information related to the content of 
Assessment centre is provided, to be further able to design the particular Assessment 
centre.
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2 PRACTICAL PART
The second block is  thematic focused on Fosfa,  a.s. (joint-stock company) which is 
the place of work for the seeking human resource manager. Primarily, an introduction of 
the company starts the chapter. As a subsections, related topics are added to present all 
relevant information to the Assessment centres in Fosfa, follow-up by characterisation 
of a company culture and its future goals and visions.
Furthermore is the block concerned with the job description of human resource manager 
as well as with the skills and abilities which are demanded after the candidates. To have 
a possibility  to  compare  these  requirements  with  similar  positions,  an analysis  of 
advertisements is provided to be able derived the most accurate competency profile as 
the basis for upcoming design of the Assessment centre. The result of above mentioned 
areas should be a competency model of Fosfa HR manager position.
2.1 Methodology of working with sources
The diploma thesis is dependent on gaining the internal information related to Fosfa and 
Assessment  centre  from  the cooperation  with  the  Fosfa's  employee,  Miss  Kateřina 
Procházková who is specialized in recruitment – she selects all curriculum viteas and 
invites the candidates to participate in the Assessment centre and belongs as well among 
assessors  observing them.  The  communication  proceeded by emails  and interviews, 
the questioning was half-structured and the topics  were changing according to  dealt 
situations. Miss Procházková provided all information which is listed bellow, starting 
with  information  about  European  funds  and  ending  with  providing  the  detailed 
information about current running of Assessment centres.
In this chapter will be further presented two advertisement analyses and, in the end, 
a specification  of  proper  competences  of  a  considered  HR  manager.  Any  deriving 
information is a result of performed analysis, or in the case of deriving key competences 
are  the  data  conducted  from presented  theoretical  background  plus  the  information 
provided by Miss Procházková as well as sometimes my opinions are used whereas I 
have a two years experience in personal company as well.
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2.2 Fosfa, a.s.
Fosfa, a.s. is a company located in Břeclav-Poštorná and produces thermic phosphoric 
acid and phosphates. The company was established in 1884 with localization advantage 
in  easy  rail-road  access  to  the  other  parts  of  Austria-Hungarian  empire.  Original 
products  were  sodium  sulphate,  phosphoric  acid,  and,  since  1905  molasses  (Fosfa, 
2010).
In 1972 was built new plant for production of thermic phosphoric acid products and 
sodium salts and that made Fosfa the monopoly producer in this area in Czechoslovakia. 
The golden era of this  company culminate in the second half  of 80‘s.  In 1984 was 
launched new de-calcium-phosphate production line and in 1986 new sodium trio-poly-
phosphate production line. That brought technological quality of the products and also 
company  improved  support  services,  laboratory  equipment  and  personal  facilities. 
During 70's and 80's was the company fully dependent on soviet phosphorus. 
In  1994 was the company privatized and that  lead  to  troubles  and production  cuts. 
The production of feed phosphate was the only running production program up to 2002. 
New period started  in  2002 when the  company was taken over  by new owner and 
the traditional production of thermic phosphoric acid, phosphoric salts and detergents 
started again. Nowadays it is sole producer of thermic phosphoric acid and phosphates 
in the Czech Republic with 237 employees (Fosfa, 2010).
After nearly going out of existence in 2002, Fosfa undergone under its current Chief 
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Picture 3: Fosfa's official logo  
(Source/Fosfa, 2010)
Executive  Officer  Ivan  Batka  a  remarkable  turnaround.  From  hovering  above 
bankruptcy,  Batka  has  scored  an  average  annual  turnover  growth  of  33%,  hitting 
CZK 1.41 billion ($57 million) in 2004 (Chemical Week, 2005). According to Fosfa 
Annual Report 2008, sales reached over CZK 2 billion.
Fosfa is concentrated on four main areas of production: technical and food applications, 
detergents  and  agricultural  products.  Food  applications  are  applicable  especially  in 
production  of  beverages,  cola  drinks,  yeast,  sugar  and  fat  refining,  fermentation. 
Technical applications, namely technical phosphates, are applied in various industrial 
branches like production of detergents, water treatment, glass and ceramics, metallurgy, 
surface  treatment,  fireproofing,  etc.  The  agricultural  products  represent  special 
fertilizers – Omifos, Greenfos and Folinour (Fosfa, 2010).
2.2.1 Fosfa and grants from European Union
Fosfa  has  been  taking  advantage  of  drawing  money  from  European  social  fund, 
especially from the Operational programme Human Resources and Employment. This 
programme “is focused on minimization of unemployment by means of active policy on 
the labour  market,  professional  education,  reintegration of  socially  excluded citizens 
into society, improvement of public administration quality and international cooperation 
in the said areas”.
The result of an opportunity to support education in Fosfa was a creation of a Fosfa 
University. “The Fosfa University is intended for employees of the Fosfa and the Fosfa 
Trading companies. The studies are based on a modular system combining, in an unique 
manner, development of vocational, process-based and soft skills and knowledge with 
a solution of specific work projects” (Fosfa, 2010). 
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Picture 4: The Operational programme Human Resources and 
Employment (Source/European Union, 2010)
“A vocational  skill  presented  by  a  lecturer  specializing  in  the  respective  field  is 
immediately followed by the necessary "soft skill" presented by an expert in this field.  
Training of both the skills is organized directly in the working places of the individual 
students with support from both the lecturers who provide their students with valuable 
feedback”(Fosfa, 2010).
Thanks  to  other  opportunity  to  raise  money  from  the  European  Operational 
Programmes, Fosfa plans the cooperation with an above very often cited author, Mister 
Hroník who runs his own consultancy firm named Motiv P. The cooperation ought to be 
concentrated,  temporarily,  only  on  Development  centres  (information  from  Miss 
Procházková, 2010).
2.2.2 Fosfa and Kaizen philosophy 
As  was  stated  above,  Fosfa  is  trying  essentially  change  its  approach  to  whole 
functioning  of  the  company  and  approximate  to  the  other  successful  companies  in 
the field. The proof is a vision, built-up according to the latest management fashion.  
Fosfa has setted up 5 main strategic targets as a summary of its vision (Fosfa, 2010):
• to become a world-class company
• to become worldwide player in the field of innovative products on a phosphorus 
basis
• to become the most important private label supplier in the Middle and Eastern 
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Picture 5: A logo of the Fosfa  
University (Source/Fosfa,2010)
Europe with focus on ECO products by the year 2010
• to be a ecological responsible company deeply respecting a nature
• to build up  a 'Fosfa culture' that each employee is proud of and is integrated in
To fulfil the above listed points and to dramatically change a current situation, Fosfa 
adopted  a Kaizen philosophy in 2005  “with the considerable assistance provided by 
KAIZEN Institute Prague, especially during its implementation. In cooperation with this 
company and with the help of the European Social Fund, we organized the following 
trainings and workshops for our employees in 2005 and 2006:  
• Basic presentation of the Kaizen philosophy
• 5  steps  for  wise  economy  (5S)  –  trainings  were  held  for  all  production 
departments of the company and subsequently put into practice as a part of our 
pilot projects.  
• TPM  –  Total  Productive  Maintenance  –  implementation  of  the  Autonomous 
Maintenance Level 1 pilot projects (basic machine cleaning, machine lubrication 
plan creation) in selected manufacturing plants.
• TPM  –  Total  Productive  Maintenance  –  implementation  of  the  Autonomous 
Maintenance Level 2 pilot projects (leak source monitoring and elimination) in 
selected manufacturing plants
• Training of the company’s Kaizen assistants
• The following workshops were held especially in the Detergents division:
• 5S in the package warehouse
• SMED – easy and effective replacement of tools in the machine
• VSM – information and value flow mapping” (Fosfa, 2010)
The inspiration found Fosfa in the Japanese worldwide-known company Toyota. 
To a definition of Kaizen philosophy is dedicated the chapter 1.1.5 Kaizen placed in 
the theoretical background. From the theory can be concluded that this special type of 
organisational  culture requires  suitable  and flexible  managers who will  adopt  it  and 
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spread a proper atmosphere among others employees.
2.2.3 Fosfa and Assessment centre
From the  further  interviews  with  Miss  Procházková  ensued on  that  the Assessment 
centre technique as a recruitment method is used in a company from the year 2009. 
However, one universal Assessment centre is used for all advertised positions, what may 
be  considered  as  very  insufficient,  according  to  the  information  given  above  (in 
the chapter about the Assessment centres). 
The Assessment centre is in this case ineffective because core competences related to 
each  position  can  not  be  observed  as  the  range  of  jobs  vary  from  managers  or 
businessmen  to  manufacturers.  This situation  invoked  my idea  to  design  a made-to-
measure assessment  centre  for human resources manager position.  This position has 
been for a relatively long time (a horizon of one-two years) advertised on the Internet. 
The Assessment centre seems to be a suitable recruitment technique, particularly in this 
situation, when managerial employee is seeking.
Miss  Procházková,  on  the  other  hand,  points  out  the  fact  that  Fosfa  is,  primarily, 
a manufacturing  company  where  recruited  are  really  more  different  positions  at 
the same  time,  it  means,  that  there  will  have  to  be,  for  example,  two  ACs 
simultaneously, therefore, double number of assessors will be required, and this will, 
consequently, raise the costs. The other problem is, as was as well stated in the chapter 
Disadvantages  of  Assessment  centre,  the huge claim on time.  The administration of 
Assessment centre is very time-consuming and if the number of assessors will not be 
raised, there will not be enough time to manage it. Closer information was not provided.
Currently, three assessors are take place in the Assessment centre: Miss Procházková, 
who is responsible for a running of the Assessment centre, then her trainee which helps 
to assess and as well with administration of outputs from the AC. The third assessor is 
focused on English knowledge and does not participate in the rest of the AC.
In the Assessment centre are currently applied three model situations.
• The  first  individual  situation  'Presentation'  –  presentation  is  performed  in 
English and is concerned with personality of each participant. Presentation skills 
and an aspiration is observed
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• Group model situation 'Cubes' – member of a team are asked to build up the 
structure according to the model. In this situation are observed an aspiration, a 
team-working, a problem-solving, a result orientation
• Group model situation 'Tower' – participants are divided into two groups, one 
group owns spaghetti, the other marsh-mallows. The point is to build up as big 
tower as possible by dealing the material with the other group. Observes assess 
an aspiration, a team-working, a problem-solving, result orientation
The situations are further modified according to represented positions.
2.3 Fosfa human resources manager job description
In the previous chapter was introduced a running of Assessment centre in Fosfa. Now 
will be the attention paid back to the HR manager position. The hierarchy related to 
the manager will be presented as well as the scope of employment offered by Fosfa.
From the interview with Miss Procházková appears that in the organisational structure is 
a human  resources  manager  position  direct  inferior  to  the  human resources  director 
position. The human resources director position has in Fosfa special status. The director 
has been involved in creation of a firm's human resources strategy but his further role is 
more consultancy than executive. The executive role is in human resources manager 
hands. 
The list of offered competences and task is enclosed bellow.
A human resource manager has three direct inferiors: one employee with the scope of 
employment  focused  on  education,  the  second  is  focused  on  recruitment  (Miss 
Procházková) and the last but not least is specialized in payroll accounting and in linked 
personnel administration. Only the position concerned with recruitment is supported by 
one trainee.
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Fosfa has created the scope of employment of HR manager thus following information 
was advertised on the Internet to lure on proper candidates. 
The official scope of employment consists of (Fosfa, 2010):
• Creation of internal human resources regulations and control of their application
• Make up an personnel  plan and control  its  observance as well  as  control  of 
personnel costs budget
• Ensure  the  recruitment  and  selection  process  and  an  adaptation  of  new 
employees
• Set new personnel processes
• Provide guidance in human resources area
The requirements for candidates are as follows:
• Moral integration
• Communicative English knowledge
• Experience in human resources area at least three years
• Master degree focused on human resources, psychology, sociology or adult 
education
• Leading or managing experience
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Picture 6: The organisational structure of human resource department in Fosfa.  
(Source/Own schema)
• Work legislation and personnel administration knowledge
• Implementation of personnel processes experience
• Basic knowledge of payroll accounting
• PC skills: advanced knowledge of MS Office, basics of SAP
• Organisational abilities
• Communicative and presentation skills
• Ability of team-work as well as as work under pressure
• Flexibility
The presented characteristics are, according to the Fosfa's point of view, the core for 
performing the HR manager position. To have an opportunity to compare it with other 
similar positions, a advertisement analysis will be executed. The gaining data can, then, 
serve as a  tool  for refreshing of  existing habits  in  Fosfa or,  for ensuring that  other  
factories has similar needs and requirements.
2.4 Advertisement analysis
To analyse whether the above listed job description and requirements for candidates are 
similar to requirements of other companies, an advertisement analysis was performed to 
have a  possibility  to create  a  general  view of a  human resources manager  position. 
17 companies were used in this analysis, all of them has advertised their requirements 
on the Internet in open job databases. The position was in all cases named as human 
resources director or manager. 
The first comparison was regarded to the advertised competences of HR managers and 
the second  was  focused  on  comparing  the  required  knowledge,  abilities  and 
experiences.
2.4.1 The competences analysis
The following table shows the results  from comparing the offered competences and 
roles which will the most suitable candidate perform in the HR manager position.
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Table 5: A comparison of HR manager competences in 17 organisations
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From the table results that the most frequent requirement was the ability 'to ensure and 
develop  all  HR  process'  and  the  same  number  of  occurrence  has  the  requirement 
'a responsibility  for  labour  law  regulations  and  payroll  accounting'.  'A creation  of 
strategy'  requirement  follows  on  the  same  level  as  'tight  cooperation  with  top 
management', 'ensuring of recruitment, selection and adaptation of new employees' and 
'leading of +/- 5-members team' as well. Two others competences followed that list in 
high  frequency  of  appearance:  'a  responsibility  for  managing  human  resources'  and 
'a significant role in managing organisational culture. Next comes the requirement for 
'a consultancy  role'.  Not  so  often  were  demanded  abilities  to  'create,  develop  and 
actualize  of  human  resources  documents'  and  'a  communication  with  bureaux  and 
external partners' neither the requirement for 'planning human resources activities and 
their evaluation', 'a administration of financial budget nor motivation of employees and 
their remuneration'. In the end of the list figure competences such as 'implementing and 
a control of regulations', 'setting up the education system' followed by 'a responsibility 
for  meet  set  targets'  and  'to  ensure  an  operational  excellence'.  Only  once  were 
mentioned  'implementing  and  maintaining  of  performance  management  tools'  and 
'a cooperation with universities' as well.
The executed advertisement analysis showed that on the top of demanded competences 
are not proclaimed strategic role of human resources managers (see the chapter Strategic 
human  resources  management).  Chang  and  Chi  (2007,  p.668)  acknowledge  that: 
“despite a growing focus on HR managers in their strategic partner role, recent research 
has shown that firms are still only primarily concerned with HR efficiency (Ramlall, 
2003; in Chang, Chi, 2007). In this manner little effort is made to evaluate the strategic 
contributions of HR functions (Cabrera and Cabrera, 2003; at the same place). When 
HR manager roles are not consistent with HR performance indicators, then the value-
added  by  HR’s  contributions  will  not  be  appropriately  captured  (Ramlall,  2003). 
According to role theory, if firms measure HR performance according to the roles of HR 
managers,  then  performance  indicators  would  increase  the focus  on  those  activities 
associated  with  the indicators  (Tsui,  1984;  at  the same place).  Thus the consistency 
between  HR  managers’  roles  and  their  performance  indicators  should  produce 
a strategically focused workforce that drives superior strategy execution (Becker et al., 
2001, at the same place)”.
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2.4.2 Knowledge and skills demands
Along  with  the  listed  competences  are  in  the  advertisement  published  the  required 
experiences, knowledge or abilities. The analysis continues by examining the features of 
demanded  characteristics,  as  they,  in  consequence,  derive  the  personality  of  human 
resources managers.
From the comparison (a table is placed overleaf) is possible to conclude that in a current 
market  situation,  almost  every  employer  requires  at  least  basic  or  communicative 
English knowledge.  This condition was located in  the 16 cases from 17, as well  as 
the requirement  of  master  degree  –  only  one  company  does  not  listed  it  in  their 
requirements.  On  these  two  conditions  where  placed  the  biggest  emphasis  from 
the employers.  Following  conditions  were  not  as  much  common  and  were  often 
different. The third most common requirement was a very good communication as well 
as organisational and presentation skills (although are each of this skills very different, 
they were usually placed in the one section). In the row follows the requirement on MS 
Office  knowledge.  Eight  from  17  employers  required  knowledge  of  labour  law 
regulations and seven employers placed emphasis on reliability  of the HR manager. 
From all  considered  possibilities  were  the  most  often  required  at  least  three  years 
experience in the HR area (though the less than 3 years experience was often as well) 
and also the self-reliance in decision-making. The rest varied according to the special 
requirements  each  company  had,  some  companies  required  experience  in  a  change 
management or knowledge of payroll  accounting,  other emphasised on requirements 
such as ability to adopt competences, acumen behaviour in business or team players.
By comparing the data from the above analysis to the listed required competences and 
personal experiences, skill and abilities, is possible to conclude that requirements on 
the Fosfa HR manager position are essentially common with the sample of requirements 
on the similar position. Further we can be concluded that strategic role of HR manager 
was not required in Fosfa's case, although the strategic issues where often mentioned in 
relation to similar positions.
The next chapter will be dedicated to the derivation of the most realistic competences. 
The competences  will  be  derived  from  Fosfa's  own  offer  as  well  as  from 
the advertisement analysis which brought in the impersonal point of view.
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Table 6: A comparison of required skills, abilities, knowledge and experiences on the HR manager positions
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2.5 Deriving key competences for Fosfa's HR manager position
One of the crucial process in designing made-to-measure Assessment centre is the most 
apposite definition of the observed characteristics.
Henderson et al.  (1995; in Ballantyne and Povah, 2004) approximates the process of 
reducing 14 assessed criteria to five generic ones and adds one more criterion which 
examines  the knowledge related  to  the  position.  However,  these  generic  dimensions 
content  a large  number  of  skill-sets  which  may be,  consequently,  contradictory.  For 
example,  communication competency includes  both listening and presentation skills, 
however, a lot of people are good listeners, although they are not assertive enough to 
present their opinion in a group, and vice versa. Then it is inappropriate to assess that 
both people have a communication problem.
This is a reason why are the competences defining, let say, broadly or even in general, 
the point is, that probably no one is having all required personal features.
The base for deriving competences for Fosfa HR manager position were information 
from the scope of employment listed in the chapter  2.3 and from the advertisement 
analysis  which  provided  an  opportunity  to  compare  competences  on  the  similar 
positions. The derivation methodology of the key competences stems from the activity-
based approach. Therefore,  following basic generic characteristics are deriving to be 
observed in the Assessment centre for Fosfa's human resource manager position.
The number of five areas was chosen according to note by Henderson. The six areas 
content various sub-characteristics which should cover the necessary extent related to 
the HR manager job.
The  methodology  of  deriving  the  key  competences  stems  from  the  activity-based 
approach presented in the theoretical background.
2.5.1 Fosfa HR manager key competences
Following list shows the derived key competences in the detailed description.
LEADERSHIP – a communication; to listen to others; performing in front of others; 
a leading style; a dealing with others
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The first criterion has been chosen a leadership. The main reason is that the position is 
managerial  and  the  chosen  person  must  lead  and  manage  the  subordinates. 
The cooperation  as  well  as  the  need  to  communicate  with  other  Fosfa  employees 
naturally  results  in  the  demand  on  the  communication  skills,  which  should  be  on 
the high level, as one of the requirements is a providing a guidance. With this condition 
is tightly bound sub-characteristic 'a dealing with others'. HR manager is involved in 
recruiting, promoting and, as well, in a laying off, that is why is important a proper 
behaviour.
PERMANENT  GROWTH  AND  DEVELOPMENT  –  vision;  global  perspective; 
creativity; personal agility; achieving results
The  manager  should  be  able  to  set  responsibly,  according  to  his  opinion  and, 
simultaneously,  with the agreement  of  top management,  a  accessible  target  which is 
usually a long-term and fits together with the organisational target. To define a proper 
target,  a creativity  is  necessary  to  be  able  to  detect,  sometimes  hidden,  potential. 
A creativity enables a manager to look on routine process from different points of view 
and,  consequently,  can  change  existing,  or  think  up  new  processes,  regulations  or 
anything related to the running of HR department. A creativity demand is as well bound 
with the Kaizen philosophy which is based on permanent improvement, often executed 
right by searching for new possibilities and the ability not to cling on old arrangements.
STRATEGY AND CONCEPTION – to think in context; analytical thinking; creativity; 
to think strategically, planing
This criterion represents the modern demand on a strategic approach in management, as 
is  supported  in  the  theoretical  background  as  well  as  is  this  point  represented  in 
the advertisement analysis  where the creation of a strategy belongs among the most 
often demanded task. A contextual and analytical thinking is, therefore, a crucial ability 
to reach a strategic level and is. Strategy and conception supports the previous criterion 
on  reaching  the  setting  target  what  is  impossible  without  a  plan  which  is  created 
strategically and with clearly stated concept.
PROBLEM SOLVING – to apply ideas; a ability to decide; to plan results; to prescribe 
processes; to organize; to consider alternatives
A ability to solve problems is a presumption of an independently acting manager who 
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face a number of challenges while is trying to achieve the targets. The manager should 
be able to apply the approved ideas and should decide which way will be the best to 
choose. The manager should be able, as well, to take into account all the circumstances 
which  may  influence  planned  activities.  This  category  is,  again,  complemented  by 
the previous demand on analytical thinking.
RESULT ORIENTATION, DRIVE – activity;  consistency; a  degree and intensity  of 
attention;  a reaction  rate  –  drive;  dynamics  –  a  verve  and  an  enthusiasm;  to  meet 
the target (time, quality)  
The  last  group  brings  in  the  factor  which  approximates  the  functioning  of  human 
resource  department  closely  to  the  business  acting.  A manager  should  radiate  some 
energy which  can  motivate  the  cooperating  employees  to  focus  more  on  their  own 
contribution to the company's results.  The manager must as well realize that his/her 
actions have impact on the result of whole organisation. Because it is the HR manager, 
who is responsible for recruiting as well as for training and education of employees.
Above listed characteristics are looking like similar and some terms, actually, may be 
really  easily  placed  in  other  group.  Stated  groups  are  in  fact  informative  and 
the characteristics may be observed in several model situations, as the competences in 
the real-life are diffusing as well.
To summarize above stated criteria, there is a resume of key competences for Fosfa's  
HR manager position.
LEADERSHIP – a communication; to listen to others; performing in front of others; 
a leading style, a dealing with others
STRATEGY  AND  CONCEPTION –  to  think  in  context;  analytical  thinking, 
creativity; to think strategically
PERMANENT GROWTH  AND  DEVELOPMENT –  vision;  global  perspective; 
openness for new approaches; strategic leadership; personal agility; achieving results; 
planing
PROBLEM SOLVING – to apply ideas; a ability to decide; to plan results; to prescribe 
processes; to organize; to consider alternatives
RESULT ORIENTATION, DRIVE – activity; consistency; a degree and intensity of 
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attention;  a reaction  rate  –  drive;  dynamics  –  a  verve  and  an  enthusiasm;  to  meet 
the target (time, quality)  
Above listed characteristics look sometimes like similar and some terms, actually, may 
be really easily placed in the other group. The stated groups are, in fact, informative and 
the characteristics may be observed in several model situations, as the competences in 
the real-life are diffusing as well.
2.6 Summary of the practical part 
A second  practical  part  is  concerned  with  introducing  Fosfa  company,  as  for  this 
organisation is preparing the Assessment centre. An important fact is, according to my 
opinion,  the  notion  about  Kaizen  implementation.  Kaizen  is,  as  was  presented  in 
the theoretical background, a very specific approach for managing the company. Thus, 
I think  it  is  fundamental  to  consider  this  aspect  while  searching  for  suitable  HR 
manager. 
Currently, Fosfa selects employees by one type of an Assessment centre. To be able to 
design  a  made-to-measure  Assessment  centre,  the  chapter  is  further  concerned with 
a discovery of related information which can help to know a Fosfa culture. Among this 
information belongs gaining and comparing of requirements demanded after candidates 
for similar HR manager positions. 
The chapter is concerned with deriving of key competences. The term key competence 
was  already  introduced  in  the  theoretical  background  to  provide  fundamental 
information. The concept of key competences was chosen because of its complexity and 
flexibility while facing different challenges in the work-place. According to a one of 
presented approaches – the activity-based approach – were derived key competences of 
Fosfa HR manager. The key competences will serve in the next chapter as a basis for 
designing a made-to-measure Assessment centre.
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3 PROPOSALS
Third main part  will  be concerned with a real running of one particular Assessment 
centre. Several proposals will be given as a conclusion from previous parts of diploma 
thesis as well as some of my own observations which can help to run the Assessment 
centre the most seamlessly. 
Further will this part contents a section focused on expressing a Fosfa's HR manager 
key  competences  scheme  which  transparently  shows  the  relation  among  observing 
competences and model situations applied in the Assessment centre.
Then, a detailed description of used techniques and tests which are based on previous 
analysis of key competences will followed.
The  chapter  will  end  with  a  graphic  representation  of  whole  day  process  of 
the Assessment centre.
3.1 A running of the Assessment centre
The work on the Assessment centre may start moths before the final AC. This situation 
precedes the advertisement campaign which should lure potential suitable candidates. 
All these applicants then usually go through a pre-selection on the basis of studying 
the curriculum  vitae  or  by  a  conduction  of  standardized  call  interview.  As  well 
the design of assessment centre ought to be created. 
The assessment centre is prepared for 10 candidates and is recommended attendance of 
four people – two of within the organisation,  two out  of  organisation,  as  assessors. 
Simultaneously,  at  least  two  proper  rooms  should  be  ensured  to  enable  parallel 
realization of particular model situations.
The administrators should as well assure the refreshments for all participants and other 
necessary accessories such as pens, pencils, papers, whiteboards as well as the record 
arches and last but not least the name badges to simplify the communication among 
both assessors and candidates and candidates among themselves.
All observers should be as well detailed familiarized with the scenario of the AC to 
ensure  a smooth  running  of  the  Assessment  centre.  Even  a  few  disruptions  during 
82
the AC may cause a feeling of non-professionalism. 
When the Assessment centre starts the member of an assessment team will introduce 
the Assessment  centre  as  an  event  and the team members  by name as  well  as  their 
position in the company – whether they are employees or outsourced assessors. Then 
will pass word to the director of the company or to the director of the human resources 
department who will introduce the position in more detail to clear up all questions and 
incongruities from the candidates. Then, the leader of the Assessment centre will bring 
in the organisational issues, the plan of the Assessment centre and the following steps 
linked to the selection procedure. 
The  leader  and  the  other  team  members  as  well  should  try  to  create  and  keep 
the atmosphere of  friendliness  and affability,  for  example,  by positive  approach and 
assistance.
Once the last model situation is over, the Assessment centre ends. The administrators 
will then thanks to all participants and the participants are as well ask to express their 
feeling from the AC. 
The  participants  should  be  one  more  time  familiarize  with  the  other  procedures  of 
the selection process. A time horizon for official feedback should be stated as well as 
the approximation of next steps if the candidate will be chosen.
In some cases, when the organisation are seeking candidates for more free positions, 
the result  of  the  Assessment  centre  can  detect  hidden  potential  of  candidate  and 
consequently, he/she may be recommended to other position. 
3.2 Model situations used in the Assessment centre
In the chapter 'Deriving key competences for Fosfa's HR manager position',  the key 
competences were specified.  These competences will be observed in the Assessment 
centre  to  find  which  candidate  is  the  most  suitable  for  the  position.  A competency 
matrix will be later presented for a transparent view of assessed competences in relation 
to the selected model situations. 
For assessing of targeting characteristics where chosen following model situations:
• Presentation of a colleague
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• Performance test
• Group discussion
• Moral dilemma
• Belbin's team role test
• Group role-playing focused on building the top team 
• Role-playing focused on a appreciation of a subordinate
• English test
The  model  situations  applied  in  the  AC  were  chosen  according  to  the  set  key 
competences, which were stated in the chapter Fosfa HR manager key competences in 
the  practical  part.  The  following  table  shows  the  relations  among  the  observed 
competences and chosen model situations. The performance test and the English test are 
not part of the matrix as they do not express the stated competences.
84
Table 7: A competence-exercise matrix (Source: own schema) 
Model situations
Moral 
dilemma
Presentation 
of a colleague
Role play – 
appreciation
Role play- top 
team
Case study – 
Fosfa a.s.
C
om
pe
te
nc
ie
s
Leadership
Strategy and 
conception
Permanent 
growth and 
develope-
ment
Problem 
solving
Result 
orientation, 
drive
The applied model situations will be detailed described in the following text. Three of 
listed situations are written in italics as they are, in fact, not model situations. Among 
these situations belong a performance test, a Belbin's team role test and an English test. 
The performance test as well as the Belbin's team role test belong into group of psycho-
diagnostic tests were specific personality characteristics are measured. The English test 
is placed to check candidates' knowledge of required language.
3.2.1 Presentation of a colleague
Presentation  belongs  among  individual  model  situations  presented  in  the theoretical 
background.
It  is  proper  to  introduce  everyone  in  the  beginning  of  the  Assessment  centre. 
The presentation of a colleague was chosen because of the interaction among a pair of 
participants; in contrast to presentations of individuals is the presentation in pair more 
based  on  focusing  of  each  candidate  on  the  partner  and  not  only  on  his/her  own 
performance. From my own experience, in the beginning of the Assessment centre is 
the atmosphere quite heavy – in most cases the participants do not know each other and, 
moreover, consider themselves as rivals. The creation of presentation, then, serves in 
this case as a kind of ice-break. At least, each pair better knows each other and while 
creating  the  presentation,  the  assessors  can  observe  how  the  participants  behave, 
the way they agree to comply the task.  Important to observe is also the structure of 
gained information which can correspond with a nature of the participant.
The submission of the model situation
You will work in pairs. If you know any of the participants, please, choose someone 
else. Your task is: In seven minutes, try to gain as much information as possible about 
your  colleague.  You  will  present  each  other  and  the information  should  be  easily 
memorised for the audience. Each presentation will last 2 minutes.
Organisation
7 minutes will last finding the information in the pair. Additional 5 minutes for each pair 
will require the presentation of the results. The candidates should have available flip-
chart, markers, papers, pens etcetera.
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Assessed competences
Strategy and conception, problem solving, result orientation
3.2.2 Performance test
The second in the row is the performance test. The performance tests, as I know them, 
have  often  character  of  shading into  the  small  tables  on the  paper.  The participants 
usually do not know why they are asking to do that, and this is the time when can be 
easy observe the first  reaction to  a  stress situation.  As was stated in  the theoretical 
background, the tests are intentionally created to expose candidates to stress situations, 
in  this  case  to  the  pressure  of  limited  time  and  the demand  for  the  accuracy  and 
the speed. This performance test is already used in the Assessment centres in Fosfa and 
was provided by Miss Kateřina Procházková.
In this test quality as well quantity is assessed.
The submission of the test
Draw in the particular lines dashes according to the suggested model. Try to work as 
much accurate as well as fast. You will have two minutes.
The record sheet is added in the Appendices.
Organisation
Preparation of each candidate for the test will approximately lasts 1 minute and then 
other 1 minute will be necessary to read the submission. The performance of the test 
lasts 2 minutes and 1 minute will last gathering of filled tests. Therefore 5 minutes is 
needed for the performance test
For the following two model situations will be the candidates divided into two groups of 
five people.
3.2.3 Group discussion/case study
The  group  discussion  will  be  based  on  a  case  study  related  to  the  Fosfa.  Each 
participants will  have his/her own submission where will  be all  related information. 
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Ballantyne  and  Povah  (2004,  p.  49)  present  two  type  of  group  discussion: 
the cooperative  and  the  competitive.  In  this  case,  the  case  study  inclines  to  the 
competitive discussion as the participants' task will be to present their vision of HR 
department running. The candidates are already divided into two groups so in the group 
of five, everyone will have enough space to present his/her ideas.
Submission of model situation (my proposal)
You  have  been  selected  from the  all  candidates  on  this  position.  You  are  going  to 
a meeting with HR director to consult your next steps in the function. What will you tell 
him? Which first step you are planning in the first three months in Fosfa?
Once you are read, you have 7 minutes time to prepare your own vision or the way how 
will  you  behave  in  the  HR  manager  role.  The  group  discussion  will  proceed  as 
in- sequence presentations.  Everyone will  have 3 minutes to present his/her opinion. 
After that, you will have a chance to discuss about presented proposals. Explain why 
you have select a particular solution.
Organisation
A reading of a submission will last approximately 8 minutes and then, each participant 
is  going  to  present  his/her  ideas  which  will  last  about  17  minutes.  The  following 
discussion  will  take  about  10  to  15  minutes.  The  organisation  will,  hence,  last  40 
minutes.
Assessed competences
Permanent growth and development, problem solving, result orientation
3.2.4 Moral dilemma: Kate
I have chosen the model situation concerned with moral dilemma because, primarily, 
the moral  integration  is  one of  the  requirements  and,  as  well,  I  think  that  although 
the participant  can  control  him-  herself,  some  characteristic  way  of  behaviour  or 
thoughts is possible to observe.
The  observes  can  in  this  situation  assess  how  will  each  candidate  deal  with 
a submission. On the presented solution can be as well observed participants' attitudes 
to responsibility for the team as well as to the informal level of relations on the work-
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place.  In the case of managerial  positions,  a superior  should participate in the final 
decision,  and  it  is  mainly  his/her  priority  to  choose  the  candidate  with  the  most 
acceptable way of decision-making.
The submission of the model situation (my proposal)
Kate is a member of your team and but also a wife of your boss who is as well your  
good friend. She is your deputy since you have started work on this position. When she 
was elected, the working team was almost whole new and Kate seemed to be a good 
choice. However, the time has passed and a lot of the team members realized that Kate 
was  not  a  good choice  – she is  conflictful  and tends  to  enforce  her  own interests,  
although she is still  very efficient worker and her performance often exceeds others. 
One day comes your boss and announces you that you are going to Japan to study more 
the Kaizen philosophy for three months. The rest of the team members are horrified that 
Kate will lead them and push on you to select a new deputy. Their fear is not causeless – 
for three times had Kate deputized for you and she behaved, according to the team 
members, frightfully. She expressed her authority as a deputy and do not communicate 
well with the team. Now you must decided: Will you suggest your boss a possibility to 
change a deputy, although you know that Kate is his wife and you are not sure how will  
he react. Or  will you try to persuade your team that Kate is not as bad, although you 
feel that the atmosphere in the team is already heavy? Or, do you have other solution?
Organisation
The reading of the moral dilemma will last circa 7 minutes and then will take place 
the presentation  of  suggested  solution  which  will  take  2-3  minutes.  Therefore, 
approximately 20-25 minutes will be needed.
Assessed competences
Leadership, strategy and conception, problem-solving
After the moral dilemma or group discussion follows the break. The two next situations 
will be conducted together by all participants
88
3.2.5 Belbin's team role test
The Belbin team role test was chosen as a representative of psycho-diagnostic tests. 
I have selected right  the Belbin  team role  test  because  of  my staying in  the United 
Kingdom within the framework of the program European Business and Finance where 
we have learnt about a team-working and where we took up with this test. Whole text 
related to the test is enclosed in the attachment. 
The test is concerned with the team roles each member plays. Belbin defined 9 different 
roles which, consequently, create an effective team. This statement does not mean that 
the effective team needs right 9 members. The point is, that one member can play more 
than one role in the team. This test is from its basis a subjective because the participants 
choose what they think that describes them.
The submission of the test
For each section, distribute a total of ten points among the sentences, which you think 
best describe your behaviour. These point may be distributed among several sentences: 
in extreme cases they might be spread among all the sentences or all ten points may be 
given to a single sentence.
Organisation
You have 35 minutes to complete the test
3.2.6 English test
An  English  test  take  place  due  to  the  requirement  on  communicative  English 
knowledge. Fosfa, according to Miss Procházková, places emphasis on the English and 
really  demands  English  almost  on  all  working-levels,  thus  is  the English  on 
a managerial position essential.  In the job-offer was a condition of a communicative 
English, therefore is not the test the hardest.
Submission of the test
The chosen English test can be found in the Appendices.
Organisation
English test will take 25 minutes of a organisational time
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Before the last two situations the participants will be again divided into two groups to 
cut down the time needed for the Assessment centre.
3.2.7 Role-playing: Top team
This model situation was chosen to complement the Belbin's team role test which is 
rather subjective. This model situation is, on the other hand, based on playing roles in 
particular  situation  and  the  candidate  ought  to  be  able  to  assert  him-/herself. 
The situation was selected from Hroník (2005, p.164).
This model situation is focused on the ability to formulate a common target, dealing 
abilities are observed as well as the realization and drawing the tasks up until the end. 
Further may be observed which way the participants choose to realize the task – are 
they selfish or play for the team?
The submission of the model situation
You are all members of a preparatory and implementation team. Your task is to create 
a top  team  which  will  constantly  reach  a  top,  above  the  average  and  long-term 
performance. In which field depends on you. Members of preparatory team do not need 
to be members of the top team. In 20 minutes, you will present your nomination with 
a reasoning, as well as the field which you have chosen. The nomination will include 
the name (real or fictive), a function characteristic, team role characteristic and other 
personality characteristics.
Organisation
The  situation  lasts  45  minutes  but  will  be  divided  into  two  groups.  It  shorten 
the duration .
Assessed competences
Leadership, strategy and conception, permanent growth and development
3.2.8 Role-playing: appreciation of a subordinate
This role-play closes the Assessment centre. In this model situation, the participant will 
show how they can deal with the appreciation of his/her subordinate. I consider this 
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situation as  very suitable  because this  type  of  conversation is  a  natural  part  of  HR 
manager position, and not only HR manager, because all superiors, according to my 
opinion, should be able to appreciate their subordinates. From my own experience with 
role plays, sometimes right these, close-to-reality situations are the most predicative. 
The situations  are  often  constructed  to  place  the  participants  into,  let  say,  curious 
situations and they have to prove how they can handle them. Or, on the other hand, 
the candidates are not from the branch and can not themselves put, in this case, into 
the HR manager place.
All these circumstances are full of findings which can be observed. It is easy to observe 
if the candidate feel in the role good or if he/she is nervous and uncertain. After the role-
playing may be placed a short feedback. The participants can, thus, express their feeling 
or explain where was the problem or, on the contrary, can communicate their long-term 
experience with appreciating subordinates. 
In the role-play will be two participants: one will be the HR manager and the second 
will play a subordinate.
The submission of the model situation (my proposal)
A submission for the HR manager
Your subordinate has been awarded as the best worker of the quarter. Your task is to 
appreciate his performance in a face-to-face interview.
A submission for the subordinate
Last  week you was admonished by your  superior  that  you have  broken the internal 
prescriptions, although you act in the best sense. Today, you got to know that you have 
been awarded as the best worker of the quarter. Nevertheless, you are still offended. 
Now you are going to the interview with your superior.
Organisation
A reading of the submission and preparation for the interview will last approximately 3 
minutes and performing of interviews will take other 10 minutes because the interview 
will be performed simultaneously. Thus, the organisational time will require about 15 
minutes.
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Assessed competences
Leadership, permanent growth and development, result orientation
The model situation Appreciation of a subordinate is the last from the chosen exercises 
into  the  Assessment  centre.  To  show  the  AC  in  the  graphic  form,  a  schema  of 
the Assessment centre is provided.
The parallel  division of 4 model  situations  enable to  shorten the Assessment  centre 
what positively contributed to the comfortability of the AC. Short break as well enable 
to evaluate the preliminary results of performance test as well as the discussion among 
observers. The picture of each participant thus may be more literal.
The next last chapter will be concerned with the assessors preparation which will be as 
well the final chapter of the thesis.
3.3 Assessors' preparation
Preparation  of  assessors  belongs  among  crucial  conditions  which  may  influence 
the right running of the Assessment centre. The related information were already stated 
in the theoretical background in the chapter Training of assessors. 
From the information given by Miss Procházková resulted that Fosfa's assessors do not 
undergo any training, their knowledge results from their own education.
Anyway,  the  assessors  should  know  the  observed  competences  because  any  other 
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Table 8: A graphic scheme of the Assessment centre
Participants
Ti
m
e 
ta
bl
e
1 2 3 4 5 6 7 8 9 10
09:00:00 Introduction
09:20:00 Presentation of a colleague
09:55:00 Performance test
10:00:00
Group discussion Moral dilemma
Moral dilemma Group discussion
11:05:00 Break
11:30:00 Belbin's team role test
12:05:00 English test
12:30:00
Role-playing Appreciation Role-playing Top team
Role-playing Top team Role-playing Appreciation
13:15:00 Ending, collective feedback
stimuli  should not  have the impact  on the final  result,  as  was stated in  the chapter 
Guidelines  and  ethical  considerations.  To  facilitate  observing  of  the  stated 
characteristics, they were as well presented bellow each applied model situation.
As  far  as  the  record  sheets  are  concerned,  from  my  own  experience  is  the  most 
important  to  create  an  expressive  connecting  link  between  the  candidate  and 
the dedicated space for him/her in the record sheet. This may be manage by a short 
description of the candidate next to his/her name – colour of the shirt, hair or anything 
which is enough easy-to-remember.
The assessors must not forget his/her record sheet in the place where can be reachable 
by participants of the Assessment centre to avoid any possible inconveniences.
3.4 Contribution of suggested solutions
The proposed design of the Assessment centre will definitely impact on various aspects 
linked with the running of the Assessment centre. In the following list,  I  will try to 
conclude all possible pluses as well as minuses of the stated proposals.
• Possibility to compare a current organisation with the proposed
• Possibility to adopt some of proposed ideas to run the AC more effectively
• Possibility to adopt the design of Assessment centre for HR manager position
• Possibility to apply the AC in a modified design for other managerial positions
• Possibility to adopt concept of key competences for other positions
• Possibility for candidates on HR manager position to have place to show their 
potential
• Possibility to compare a present situation with the proposed and, consequently, 
deduce implications
The minuses will continue:
• Requirements for additional room
• Requirement for more assessors, thus related financial cost
• Requirement for time – the AC is relatively long
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The main contribution is the effective process of a desired candidate selection. Thus, 
the advertisement cost may be lower as the campaign do not need to be as long and 
the employee can concentrate on his/her job.
The management of Fosfa must consider the running of managerial ACs in relation to 
the  capacity  of  recruitment  departure  which,  currently,  consists  of  two  people.  By 
supporting recruiters of other members will accelerate the administration process, on 
the other hand, will cost additional finance for wages. The solution may be a part-time 
employee or employees who will have the assessment in the AC in charge as well as 
they may help with selection of curriculum vitaes.
3.5 Summary of proposals
This part was all concerned with the proposals of designing the Assessment centre for 
a Fosfa's HR manager.
Firstly, the proposals of organisational running of the Assessment centre were placed to 
help more facilitate the atmosphere of the AC.
Secondly, I was concerning with the selection of suitable model situations which will be 
the most proper for the derived key competences. Finally, presentation of a colleague, 
a case study, a moral dilemma and two role-plays were chosen. Moreover, a Belbin team 
role test and the knowledge English test were added to assess each participant globally. 
The proposed model situations and tests  were,  then,  summarized in the table  which 
shows the whole running of the Assessment  centre.   The chapter  ends  with several 
recommendations to an Assessors' preparation.
Last chapter is focused on the contribution of the proposed suggestions which entail 
benefits  such  as  effectiveness  in  selection  or  further  application  of  the  Assessment 
centre in other managerial positions; as well as costs related to the higher number of 
assessors and demand for more rooms and more complex administration process.
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CONCLUSIONS
The advertisement analysis which was conducted in the practical part shows the current 
demand of employers. The requirements are, basically, consistent with those which are 
required by Fosfa, although they vary according to the specific needs of each employer, 
for example, a cooperation with universities or  to implement and maintain performance 
management tools. Where the requirements differed but where suitable for the Fosfa's 
HR  manager  scope  of  employment,  they  were  placed  into  account  and  served  as 
the basis for a derivation of key competences for the Fosfa's HR manager.
The competences where defined subsequently: 
• Leadership – a communication; to listen to others; performing in front of others; 
a leading style, a dealing with others
• Strategy and conception – to think in context; an analytical thinking, a creativity; 
to think strategically
• Permanent  growth  and  development –  a  vision;  a  global  perspective; 
an openness  for  new  approaches;  a  strategic  leadership;  a  personal  agility; 
achieving results; a planing
• Problem solving – to apply ideas; a ability to decide; to plan results; to prescribe 
processes; to organize; to consider alternatives
• Result  orientation,  drive –  activity;  consistency;  a  degree  and  intensity  of 
attention; a reaction rate – drive; dynamics – a verve and an enthusiasm; to meet 
the targets (time, quality)
Each competences may be easy observe in specific situations where the HR manager 
has to apply them. The other output of the thesis is, thus, selection of suitable model  
situations  which  can  provide  the  opportunity  to  assess  candidates'  behaviour. 
The exercise-competence  matrix  has  been  provided  as  well  to  show  the  relations 
between defined competences and chosen exercises. The model situations were as well 
complement  by  three  additional  tests:  the  first  is  focused  on  the  performance  of 
the candidate  under  pressure,  the  second  helps  to  find  the  role  of  the  candidate  in 
the team  and  the  third  examined  the  hard  skills  of  English.  The  design  of 
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the Assessment centre is graphically illustrated in the time-table of the AC.
The assessment centre is designed the way that the observers can assess all considered 
competences and have a proper opportunity to select the HR manager. The Assessment 
centre can be, by modifications, used for other managerial positions.
As  a  further  recommendation  I  see  the  possible  future  of  Fosfa's  recruiting  in 
cooperation  with  some  professional  outsourced  company  which  will  take  care  of 
the whole  administrative  process  which  includes  an  advertising,  a  pre-selection  of 
candidates, ensuring of running the AC as well as the assessment of candidates and 
an evaluation and a reporting.
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Participants
Ti
m
e 
ta
bl
e
1 2 3 4 5 6 7 8 9 10
09:00:00 Introduction
09:20:00 Presentation of a colleague
09:55:00 Performance test
10:00:00
Group discussion Moral dilemma
Moral dilemma Group discussion
11:05:00 Break
11:30:00 Belbin's team role test
12:05:00 English test
12:30:00
Role-playing Appreciation Role-playing Top team
Role-playing Top team Role-playing Appreciation
13:15:00 Ending, collective feedback
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